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ABSTRACT 
In order to have a better under:;tanding or the Professional ami Continuing 
Education in Hong Kong, the purpose of this research is to assess the job 
satisfaction or part-time English language teachers with respect to their 
work, pay, opportunities lor promotion, supervision, and colleagues. The 
PCE departments in a total of six institutions with diversified characteristics, 
namely, Hong Kong University, Hong Kong Chinese University, Hong 
Kong Baptist University, Hong Kong Polytechnic University, City 
University of Hong Kong and Hong Kong Institute of Vocational Education 
were involved in the present study. 
The first part is a quantitative study adopting a cross-sectional survey. A 
modified version of the Job Descriptive Index questionnaire was employed 
to measure the variables. Of the 802 questionnaires sent to the above 
institutions, 264 questionnaires were returned, representing a response rate 
of 33%. The second part is the qualitative study in which 30 part-time 
teachers out of 264 returned questionnaires (11.4%) were selected by 
random sampling and interviewed to provide in-depth understanding of 
their experiences and development over the period. Internal con~istency 
reliability (Cronbach's Alpha) was computed lor each of five scales and all 
74 in Part A of Section III to VJI as a whole on the sample. Convergent and 
discriminant validity were assessed by means of multitrait-multimethod 
analysis of the instruments. 
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Among the five fitcets, part-time teachers were fOund to be most dissatisfied 
with their opportunities for transfer to fUJI-time posts. However, they are 
rather satisfied with their supervision and colleagues. Consistent with most 
research findings, small to moderate correladons were observed between the 
tUcets ofwith their opportunities for transfer to fUJI-time posts. However, they are rather satisfied with their supervision and colleagues. Consistent with most research findings, small to moderate correladons were observed between the 
When group differences were tested using MANOV A, significant effects 
were obtained for age, teaching experience, and major teaching course. 
Results of the study supported the importance and need tor increasing the 
supply of English language teachers. Institutions should provide more 
opportunity for transfer to full-time posts and promotions among teachers 
by refming the career ladder. 
This study has provided information useful tor guiding policies and 
practices in enhancing job satisfaction of part-time· English language 
teachers. Based on the findings, some recommendations were made to 
promote job satisfaction and further studies on the issue were also (liscussed. 
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CHAPTER ONE: INTRODUCTION 
1.1 Background to the Study 
1.1.1 The Person3l Orientation 
For this study, the researcher has played dual roles in conducting the 
inquiry and acting as an instrument subject for data-analysis. To orient 
the presentation of this thesis, it is important at the outset to describe 
aspects of the researcher's personal backgrovnd. 
Before embarking on this study the researcher had worked in the field 
of teaching in Professional and Continuing Education (PCE) in Hong 
Kong for more than I 0 years. Having been brought up in the Hong 
Kong education system, he started as an English Language teacher in 
the mid-1980s. Despite a lack of professional training at that time, he 
found teaching most interesting and rewarding and decided to pursue 
it as a life-long career. The subsequent acquisitions of professional 
training and further education were natural sign-posts of his career path. 
Later on he determined to take a break from it all by studying abroad 
as a full-time student in Britain. 
On his return to Hong Kong in 1994, the combination of accumulated 
teaching experience and the academic qualifications unexpectedly 
opened up a different sector of education: he found himself plunging 
into responsibilities as a teacher as well as course organizer of English 
Language courses at the Hong Kong Institute of Vocational Education. 
Embracing the new role with excitement, he began to be concerned 
about teachers' characteristics and job satisfaction. Such concern was 
p.17 
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focussed on improvements in administtntivc practice and curriculum 
support with a view to promoting more effective teaching in PCE. 
However, he has been disturbed to witness many recurrent problems 
regarding the part-time teachers over the years. Part-time teachers are 
usually busy people who may exhibit Jess commitment in their teaching 
and demonstrate an ad hoc or temporary relationship with the PCE 
institution which employs them. A query about the effectiveness of the 
conventional management modelled to the search for alternatives. 
The move in Hong Kong from elitist to compulsory education during 
the late 1970s was accompanied by a new set of problems (Llewellyn, 
1982). Having achieved the quantitative goal, it became essential for 
the authorities to confront qualitative challenges. The Education 
Commission was set up in 1984 as a major policy-advisory body and 
has produced a series of far-reaching reports. Nevertheless, the 
teaching profession was not given close attention until the publication 
of Education Commission Report No. 6 (Education Commission, 
1995). Discussion of the Education Commission report highlighted the 
urgency of issues addressed in the research. 
'··'1.1' 
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1.1.2 The Professional Perspective 
In Europe and North America. there has been a strong development of 
research and useful summaries of relevant literature, such as that bv 
Darkenwald and Valentine ( 1992), have emerged outlining the reasons 
why adults participate in formal learning activities. There are also 
studies on the deterrents to learning, such as lack of information, 
situational barriers (e.g. time and cost) and institutional and 
dispositional barriers (McGivney 1993). Based on these studies, a 
number of models concerning both teaching and learning for the adult 
learner has been developed in the West. However, there has been very 
little comparable research in the Asian context to keep up with the 
growth of the phenomenon of protcssional and continuing education 
(PCE) in Asia, let alone Hong Kong. Therefore. research is badly 
needed to provide information to guide policy making on adult 
education in order to enhance the effectiveness of teaching and 
learning. Fortunately, research in PCE is receiving more attention and 
most Hong Kong PCE institutions have the promotion and 
dissemination of research in PCE as a major aim. To illustrate, the 
School of Professional and Continuing Education of Hong Kong 
University has got the greatest revenue as compared with the other 
faculties and so the University administration would like to devote 
more resources and effort in expanding and developing their PCE 
Departments. Moreover, the full-time academic course leaders look set 
to be transformed into professional organizer administrators (Duke, 
1991). 
For decades, Hong Kong has been China's window to the world in 
commerce and culture. With the opening up of China in recent years 
and the return of Hong Kong to Chinese sovereignty in 1997, this 
p.19 
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mediating role of Hong Kong should become increasingly important. 
In order to meet the rapidly changing needs in the territory, English 
language courses or PCE will play a more essential role in maintaining 
the quality and breadth of programs of professional relevance. By 
catering tor the needs not only of students in the territory, but a ;o of 
those in the whole South East Asia region, this may help to make Hong 
Kong a hub of educational exchange between China and the rest of the 
world. 
In order to use human resources more economically and fl~!xibly in 
providing the relevant courses, a PCE institution needs to have access 
to a large team of part-time teachers. Jarvis (1985) indicates that such 
employmeat of a 'reserve army of labour' to teach part-time is 
characteristic of PCE, especially when the institution is operated on a 
self-financing basis. These part-time teachers provide the 'reserve 
army of labour' in PCE. However, part-time teachers can be dispensed 
with when a cours.;: fails to secure a minimum number of students. 
Take the case of the School of Continuing Education of Hong Kong 
Baptist University. The provision of PCE programs there exemplifies a 
considerable degree of flexibility and 'consumer sovereignty'. ln most 
cases, if potential students are prepared to pay a specific f~e for the 
course, it will run. But if another course cannot command sufficient 
enrollments at the marketable fee, it will not be organized. If a course 
does not continue or even start for lack of support, it is the tutor, not 
the centre, who carries the financial loss, even though weeks and 
months of preparation may have gone into it (Courtney, 1992). 
Part-time teachers as a 'reserve army of labour' are a vital resource in 
PCE, upon whom the provision of a wide curricular choice of 
p.20 
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programmes to meet market dcmands usually depends. PCE cannot 
exist without a stable core of part-time teachers. Such heavy rclianc.x: 
on them as a 'reserve army or labour' in PCE makes it important and 
necessary for the administration to pay increasing attention ~o their 
characteristics, job satisfaction, motivation and commitment. 
Etiective management of these part-time teachers, with an 
understanding of their backb>rounds and attitudes will. of course, 
enhance their function as positive assets in PCE. Otherwise, as a group 
of loosely committed non-full-time teaching staff whose obligations 
are with family or other professions, this group of part-time teachers 
will pose difficult problems to administration. 
In view of these factors, this study stems from an administrative need 
and interest to understand this group of part-time teachers. As in other 
educational contexts, the employment of teachers in PCE is inevitably 
bound up with the nature and type of provision and certain identifiable 
functions to be performed by the educational institution in the social 
system (Lee & Lam, 1995). In order to explore and understand the 
above issue, Hong Kong University (HKU) School of Professional and 
Continuing Education (SPACE), the School of Continuing Education 
(SCE) of Hong Kong Baptist University (HKBU), and Hong Kong 
Chinese University (HKCU), Centres for Professional and Continuing 
Education (CPACE) of Hong Kong Polytechnic University (HKPU), 
Centre for Continuing Education (CCE) of City University of Hong 
Kong (CUHK), and the Evening School of Continuing Education 
(ESCE) of Hong Kong Institute of Vocational Education (HKIVE) 
under the Vocational Training Council (VTC) were used as the 
resource ground for the investigation. The above institutions cover all 
the !mown local PCE institutions in terms of population and curricula 
encompassing a variety of learning opportunities. Thus, the research 
p.21 
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tindings arc representative of the territory. It is anticipated that the 
results of the study will be used to encourage more ctlcctivc 
management of institutions to make better usc of this valuable human 
resource in PCE . 
p.22 
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1.2. SCOPE OF THE STUDY 
1.2.1 Importance ofthe Study 
As the tirst systematic investigation of teachers in proiCssional and 
continuing education of Hong Kong, this study provides useful knowledge 
about the experiences, job satisfaction and development of the part-time 
English Language teachers in this expanding tield of education. This will 
enable those who are interested in the analysis to acquire a better 
understanding of Hong Kong part-time teachers, something which cannot be 
provided by overseas research data. 
Apart trom providing a better understanding of the teachers, the study also 
has its pragmatic value. The large amount of data collected constitutes a 
useful local knowledge base for guiding policies and practices in PCE 
development. The data on teachers' problems, concerns. job satisfaction, 
recommendations for enhancing motivation and commitment will be 
particularly useful for such purposes. In addition, the knowledge base will 
also make available useful data for local PCE teacher administrators to 
improve in-service teacher development programmes . 
Thirdly, the data supplied by this study will contribute to the international 
body of knowledge on PCE teachers by providing data from a population of 
English Language teachers with different cultural background. educational 
system and types of training. 
p.23 
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Although the purpose of the study is implied in the previous discussion of 
professional and theoretical perspectives, it is necessary to present the 
problem more explicitly. The specific research questions have arisen 
from a review of weaknesses in existing theoretical knowledge about 
professional and continuing education. 
Research questions are identified as follows: 
1. What are the characteristics of individuals teaching part-time 
courses in Professional and Continuing Education (PCE) in Hong 
Kong? (e.g. age, sex, background, teaching experience, teacher 
training, and occupational category) 
2. What is the general overall job satisfaction level of the PCE English 
language teachers in Hong Kong? 
3. What is the relationship between job satisfaction level and 
major/minor subjects taught? 
4. What is the relationship between job satisfaction and the intention to 
make change of the sample? 
5. What is the relationship between job satisfaction and the demographic 
variables of the PCE English language teachers? 
p.24 
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6. What arc the common !actors that would bring job satislhction or 
dissatisfaction to English language teachers? 
7. Do PCE English language teachers perceive that the absence ofjob 
satistUction is equivalent to job dissatisfaction or does there exist a 
• neutral state''? 
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1.3 ORGANIZATION OF THE THESIS 
This dissertation on part-time teachers in PCE is organized into the 
following main chapters. The lirst chapter is an introductory chapter 
drawing the readers' attention to the background of the study. Additionally, 
the importance of the study is also discussed. Seven research questions are 
put forward in this chapter to form the framework of the investigation. 
The second chapter is a review of literature to find grounds for the 
arguments and problems tackled in the study. In this chapter, propositions 
commonly held true of part-time PCE teachers are described and idei>tified 
for further substantiation and refutation in the later sections of the thesis. 
The third chapter describes the conceptual and theoretical framework in 
order to find grounds for the arguments and problems tackled in the research. 
In this chapter, professional socialization of teachers and measurement of 
job satisfaction will be highlighted. However, we should not ignore job 
satisfaction as a dependent as well as independent variable. This is then 
followed by a special reference to job satisfaction and biographical 
characteristics . 
The fourth chapter contains a description of the research methodology 
employed in the collection of data to answer the research questions with 
respect to part-time PCE teachers. A detailed description of the process 
covering the selection ofthe sample of English language teachers through to 
data collection is given in this chapter to explain how the research is 
conducted. 
Chapter five involves a report on the research findings. A summarized 
response was produced for each item in the questionnaire to give a total 
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picture of the data collected in the research. Such statistical tools as 
ti"cqucncy counts and cross-tabulations were done by computer to provide a 
report on the rc.:iults of the data analysis. 
The sixth chapter contains the conclusion which is a brief summary of 
Chapter Five to highlight the key findings regarding factors afTccting job 
satisfaction and job dissatisfaction. 
In the tina! chapter limitations were identified and recommendations with 
suggestions tOr future research were drawn for the overall management of 
part-time teachers in Professional and Continuing Education . 
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CHAPTER TWO: REVIEW OF RELATED LITERATURE 
2.1 Introduction 
Background information and a literature rcv1cw conccrnmg Hong Kong 
part-time teachers in PCE was organized under the following five sections. 
Section 2.2 is built on a comprehensive literature review which SL:rvcs to 
provide background on the issue of Professional and Continuing Education. 
It reviews some of the important perspectives looking at the issue from 
general perspective to Hong Kong context 
Section 2.3 gtves a detailed description of the Hong Kong language 
situation. It deals with the medium of instruction involving the drastic 
change following the change of sovereignty from the United Kingdom to 
China. Specifically, the background of Teaching English to Speakers of 
Other Languages (TESOL) is also discussed. 
Secion 2.4 consists of the previous research tindings on teachers· 
I 
characteristics. It is hoped that through this section we can produce a more 
holistic perspective of the issue so that we have a greater understanding of 
the findings in this research . 
Section 2.5 develops a definition of job satisfaction and explores the various 
relevant theories in order to identify the integrated model to be applied in 
the present research. Like workers in other fields, the job satisfaction of 
teachers is an important topic. Therefore, a study of the over1eas and local 
research with specific emphasis on E:1glish language teachers will obviously 
extend our understanding on job satisfaction of teachers in the local context. 
p.28 
! 
Section 2.6 is composed of the teachers' motivation and commitment to 
work which is important to most people lw.,ause an employee spends about 
half of his/her lifetime in work (Pennington and Riley, 199la). The 
categorization of such motivation theories as content and process theories as 
well as the motivation and commitment of the sample arc discussed. 
2.2 Professional and Continuing Education 
2.2.1 General Context 
Education is an important means to change the present society as it plays an 
important role in the promotion of democracy. It can arouse one's interest in 
social issues and increase opportunities for participating in cultural life 
(Foley, 1993). 
Nowadays, almost everyone goes to school and usually ends up in a job of 
some kind. Some are fortunate enough to enter universities or post-
secondary institutions before entering the working world. However, this 
world is changing so fast that it is necessary to update oneself with a view 
to keeping up with the demands of the job. This is regardlecc. of one's 
occupation, no matter whether he/she is a professional, clerical, housewife 
or domestic helper, this type of updating of knowledge is unavoidable. 
Some ofthese people learn on their own whereas others may enroll in part-
time or evening courses provided by government funded educational 
institutions, usually through extra-mural departments or schools of 
professional and continuing education, or private profit or non-prolit 
institutions. Improving one's job skills is not the only motivation of these 
learners. Many of these students attend courses out of interest or even just 
to pass time or to meet people (Rogers, 1986). 
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Adult education, continuing education, further education, and lifelong 
education all tend to emphasize the importance ofthc education programme 
to the learner as an educational process, no matter whether it yields detinitc 
rewards such as better prospects in one's career. The philosophy of equal 
opportunities tor all in a society to take part in education is important. As 
fUr as learners can prove their current ability to pursue a course of study, 
they should not be discriminated against because of their age or their earlier 
pertormance when they were young (Nadler and Nadler, 1989). 
Extra-mural studies are intended to make higher education available to 
people outside the walls of a university. Access programmes refer to 
programmes that allow learners who initially do not meet the entty 
requirements to prepare themselves in some basic studies so that they are 
able to qualify for entry to the full programme. 
Vocational training, industrial training and labour education tend to be 
organized by the government through vocation training councils. The aim is 
to offer training on a national scale so as to facilitate a country's national, 
economic and industrial development. Some of these programmes are 
targeted towards teaching basic skills such as literacy and thus we use the 
term adult basic educati0n. Psacharopoulos and Woodhall (1985) argue that 
the philosophy for provision of such training is that of education for 
development or for investment. 
From the viewpoint of a company, it is essential to plan the overall 
personnel needs and provide training to upgrade its staft: Thus the terms 
human resource management or staff development arise especially in the 
business sector or large organizations. These programmes ultimately aim to 
inspire a closer identification with, or deeper loyalty for, the organization, 
resulting in higher productivity (Ferris, 1990). 
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What is important is that the usc of whatever term we choose does not 
restrict the recognition of a phenomenon or its v~riants. Thereibre, the 
researcher has selected the term 'Professional and Continuing Education' 
(PCE). [(is defined by Lee and Lam (1995. p.3) as 'education or training 
that is pursued beyond one's initial education (which usually finishes at 
secondary school or thereabouts) for the purpose of self-development or 
enhancing one's skills or expertise in the working world, whatever the 
setting'. 
Everybody learns from the experiences of everyday living. Professional and 
Continuing Education offers the opportunity for the learners to reach 
beyond their experiences and to grow and develop. As we are living in a 
period of rapid technological change, it is no longer sufficient for the full 
time education to be the preparation for life. We need to develop a system 
that facilitates life-long education. An educated work force is needed if 
technological change in the work place is to be beneficial, whereas an 
educated population is needed if we are to make wise decision about the 
pace and the direction of technological change. Thus, there is a clear need to 
move toward a situation in which PCE is seen as being as universal and 
natural as compulsory schooling is for children . 
In practice, PCE may function differently according to the needs of different 
countries. In developing countries, PCE may be for economic development 
and social emancipation whereas in developed countries it may focus on 
professional advancement and self-actualization (Da;kenwald & Merriam, 
1982). 
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2.2.2 ~-~~~l)g_K,<J":g~(:ol)tCJ(t 
According to a census conducted by the Hong Kong government in 1991, 
555,297 people who were aged over 15 have acquired education level 
equivalent to or below kindergarten education. The majority of this figure 
even refers to no education at all and is equal to 12.8% of the total 
population of that age group. 
In order to improve the literacy level of the adult population governments 
have the alternative of looking to either the formal or the non-formal 
education systems. Throughout the world, governments have almost all 
looked mainly to the non-formal system, namely PCE, to solve the problem 
of adult illiteracy, rather than to the formal system. In economic terms, non-
formal education is less expensive than formal education. However, there 
are also advantages in a social context for using the non-formal system for 
literacy work. Non-formal education meets people at their point of need 
within the community settings in which they live and work. Programmes to 
improve literacy offered by the non-formal education system are, therefore, 
economically and socially the preferred option. This second opportunity is 
of great importance to those who may not have fully benefited from 
secondary education, maybe as a result of some years of absence from 
education or working, or who wish to upgrade or re-enter the world of work. 
According to the recent launching of the Employee Retraining Programme 
by the Hong Kong Government, such programmes have been particularly 
appreciated by adults over 30 years of age seeking to change their lifestyle 
or working nature. 
According to the statistics provided by the Immigration Department, there 
are approximately 27,000 migrants coming from the Mainland China each 
year. Most of these migrants work in the construction sites, factories, 
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restaurants and fast food chains. Their education level is mostly primary or 
junior secondary and a very small portion of these migrants have recoived 
university education. Their English standard is well below primary level. As 
Hong Kong is a society that requires a certain degree of English in its 
commercial sectors, it is important to re-train our own workforce in order to 
relocate them fi·om the industrial sectors to the commercial sectors and to 
train the new migrants to fit into our society. Based on this rationale, Hong 
Kong could act as a training centre for China following the sovereignty 
handover in 1997. 
Hong Kong is a prosperous and fast moving society. It has a good harbour 
and favourable geographical location and its work pace is fast and vibrant. 
Yet, Lee and Lam (I 995) reported about one in eight adults has found the 
time and incentive to participate in part-time education or training programs 
of some sort in various settings at any one time. Added to this number are 
the many administrators, teachers or trainers who coordinate and teach these 
programs. Therefore, PCE is becoming more widespread and important in 
Hong Kong. 
Five of the seven government-funded tertiary education institutions have 
departments or schools devoted to providing education for these adult 
learners, not to mention the other private profit or non-profit organizations 
that offer part-time programs for working adults alongside their full-time 
ones for secondary school graduates. Development of PCE and the 
associated infrastructure are the means to ensure sustainable economic 
growth. The government has enabled 25% of the relevant age group to 
attend degree and diploma courses in 1995 through rapid expansion and 
heavy subsidies (Cheng, 1995). Part-time higher education is becoming a 
very important source of graduate manpower supply for the job market 
(Cribbin, 1993). In fact, the government has tried to be sensitive to the 
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market needs tor labour since the 1960s. The earliest manpower surveys 
undertaken by the Industrial Training Advisory Committee were motivated 
by a shortage of well trained workers in manufacturing. The Vocational 
Training Council, which was established in 1982, has continued with such 
projection exercises, with the assistance of the Census and Statistics Board. 
Establishments are selected through sampling and employers are asked 
about the amount of training time and the preferred mode of training 
(Knight, 1988). 
Since the late 1980s, part-time PCE has met with tremendous growth. In 
1992, one government estimate put it at 750,000 places (Chan, 1992). A 
specific indication is the enrollment in PCE divisions in institutions funded 
by the University and Polytechnic Grants Committee (UPGC) and the 
Vocational Training Council (Table 1). The total enrollment for 1994 was 
165,486. The actual number of students should be less than this figure as 
some students took more than one course and would have been counted 
twice or more times. 
Table 1. Enrollment in major institutions in Ho_J!g Kong 
· Ninnberof Per:centage 
students 
43,223 26.!1 
\{§:¢ll<i\ili;cii).Gbriii'v,\l]l!.g•~g\lca:UoiJ;•(;hfnesei i{·~.i~.;·. ·M~i~~~~f~~~~~111~Y:r:·······.· 
43,118 26.06 
14,376 8.69 
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· Jnstitutions' > ·· No, ~f stmlents I!ercentage 
c -.. ' ' .... - _·,:· .. · ' \'. ;~" 
: SchbolofContinuijjgEdri~atibn; Hong·... 43,083 26.03 
·EveningStu~ies.l]ni~.Holl[rKong 14,462 8.74 
. T~chllicru College ·.· 
.. . . . . .· . 
Centre of Continuing£ducation, City· · 
. . .· . 
7,224 4.37 
University of Hong· Kong 
Source: Based on departmental statistics on headcounts from the mstitut10ns for 
1994 (Lee and Lam, 1995). 
Apart from these major institutions there are many other institutions which 
offer part-time programmes. The most popular programmes are language 
studies, accountancy and other business-related studies. There are both local 
and overseas professional institutes which offer professional qualifications 
or certification by examination with no required course attendance. Such 
institutes and examinations have virtually provided the working youth in 
Hong Kong a second route to upward social mobility without detriment to 
their existing employment. Such part-time courses are largely provided by 
private institutions, often very small in scale. There are also voluntary 
agencies committed to providing adult learning opportunities with some 
government subsidies. The Caritas Hong Kong, a Catholic institute, for 
example, is among the largest organizers of such programmes (Cheng, 
1991). 
The total volume of these part-time opportuniti~s is enormous. In fact, 
according to one survey done by the Social Science Research Centre of the 
University of Hong Kong in 1994, enrollment at the PCE division of the 
UPGC institutions accounted for 19.7% of the total number of students 
involved in part-time education. In other words, 165,486 students is about 
19.7% of !be total headcount of part-time students. Conversion of this figure 
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of 165,486 gives a rough estimate of a total of 840,030 students involved in 
part-time education. This is even higher than the government estimate of 
750,000. 
Apart !rom these local providers of professional and continuing education, 
there are also overseas institutions aiming to recruit Hong Kong students. 
According to Lee & Lam (1995), these overseas programmes fall into four 
types: 
I. distance learning programmes or offshore programmes which can be 
completed by the student without leaving Hong Kong; 
2. sandwich courses which require only a minimum residence period in the 
overseas country; 
3. linked programmes in which students can pursue the first part of the 
programme with a local institution and complete the programme in the 
overseas country; 
4. courses in the standard curriculum that require residence in the overseas 
country for a substantial period . 
The first three types cater largely to the adult working population who may 
want to study part-time. The cumulative effect of these alternative 
opportunities, together with tertiary education expansion in Hong Kong, is 
that school leavers and adult learners in Hong Kong are presented with 
unprecedented educational choices, although not all of which are of high 
academic quality. 
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2.3.1 Introduction 
Hong Kong, whose population is currently 6.8 million, was a British colony 
until! July 1997. The country is Cantonese-speaking and 89% of the whole 
population claim that Cantonese is their 'usual language/dialect'. Another 
7% claim Cantonese as a ''second" language dialect. Some 17% claim 
Putonghua as a "second" language/dialect. English is necessary as a support 
for advancement and influence, but only some 3% of the enumerated 
population rated English their "usual" language, although 35% claim 
English as a "second" language (Census and Statistics Department, 1995, 
p.4). In popular parlance many Hong Kong people say they speak English 
when, instead, they speak in Cantonese with English borrowings which 
distorts self-reporting on language use (Jemudd, 1994). 
From a review of the development of Higher Education in Hong Kong 
published in November 1996, the Hong Kong government accepted that 
there was a problem with the deteriorating language proficiency of English 
and Chinese amongst university entrants. The Institute of Vocational 
Education being at a lower academic level, suffer even more from this effect. 
Analysis of the !997 entry students shows that many have grades of E or F 
for English (70%) and Chinese (54%). 
One hundred and fifty years as a British colony have not made as great an 
impact as many might have expected on the English language skills of the 
Hong Kong public. A large proportion of the population can make a stab at 
speaking English, but the level of fluency varies. In many cases it lags far 
behind Singapore and Malaysia, both of which arc truly bilingual states. 
Watkins, Biggs, and Regmi (1991) claim that the situation in Hong Kong, 
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where the great majority of students change from Cantonese to English as 
the language orinstruction when they enter secondary school, has long been 
recognized as causing educational difficulties. Many students, and even 
teachers, have a low English-language proficiency. Large classes (40+) and 
a strongly teacher-centred approach provide limited. opportunities lor the 
students to speak in English. However, students cannot escape English as it 
is the language of both their texts and tests and the English standard 
required is well above the level of proficiency of most students. Therefore, 
various strategies are used to enable students to survive without really 
understanding what they are reading. Students who are not confident in their 
use of English typically adopt surface approaches to learning. 
In order to improve the deteriorating situation private sector resources 
established the Hong Kong Language Campaign in 1988 to promote English 
learning. The following year, the Hong Kong Bank Language Development 
Fund was introduced to fund direct action and research (South China 
Morning Post, 22 March 1997a). However, this does not necessarily mean 
that the problem of proficiency in English will be overcome. 
Hong Kong is generally regarded as a bilingual society. In Hong Kong 
English is used widely for official purposes, but Cantonese is the first 
language for the vast majority of the population. As such, Cantonese is used 
in most societal contexts (Lord & T'sou, 1985). Owing to British control of 
the territory and due to its status as an international language, English is 
used widely in business and government-related activities. Its use is 
encouraged throughout the education system to ensure that Hong Kong 
retains its place in world trade. Therefore, Hong Kong is definitely not 
going to change the practice of heavy reliance upon English language in the 
commerce and business sectors. 
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2.3.2 Medium oflnstruction 
Hong Kong is an international city. Therefore, English should remain at 
least the second language in Hong Kong schools. Though the Hong Kong 
Education Department decided to cut the number of schools using English 
as a teaching medium to half :.he previous total, Hong Kong's position as 
"Window on the West" will logically demand the maintenance of English as 
a medium of instruction in some of the tertiary institutions, if not in 
secondary schools (South China Morning Post, 3 December 1997c). 
Furthermore, tertiary institutions in Hong Kong, with the exception of the 
Chinese University, are generally English-medium institutions (Balla & 
Walters, 1992). This is a situation requiring all the adaptiveness Hong Kong 
students can muster. To stress the importance of English is not a dying gasp 
of colonialism, but a matter of practical reality. For Hong Kong to maintain 
its leading place as a financial centre, a high degree of proficiency in the 
tongue is necessary (Falvey, 1991). 
The first Government-appointed Education Commission wrote in Report 
Number One in 1984 that mother-tongue was the best medium of teaching 
and learning. It is the Government's policy that by 1997, 70% of secondary 
schools should use Chinese as the medium of instruction. Yet parents and 
schools resist change. Newspapers typically report that "parents were 
worried it (change of medium to Chinese) might affect their children's 
English ability" (South China Morning Post, 20 December 1994b, p.12). 
Obviously, access to English remains extremely important but access to a 
good education is widely thought to have a shared boundary in an English-
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medium school. English language helps segregate between schools and 
English-medium schools select the better students and arc further up th" 
pecking order of excellence. The situation is aggravated by straightti>rward 
wcio-geographical stratification. The best schools arc located ncar or inside 
the expensive housing areas. These schools declare themselves lor the 
highly valued English and succeed in teaching English becan•;e of a 
convergence of resources. For example, they recruit the best-tutored 
students from families that already give their children a sociolinguistic 
advantage. Since Cantonese is available to bridge language problems in 
these schools, as in the other schools, their comparative advantage remains 
(Luke, 1992). 
However, English and written Chinese (though not Cantonese) are subjects 
in nearly all schools in Hong Kong. English is often only nominally the 
medium of instruction because English competence among teachers varies 
enormously and many resort to Cantonese with English vocabulary (Luke, 
1992). The Director of Education stated that only 15% of secondary schools 
appear to be able to use English as a medium to teach all subjects. (South 
China Morning Post, 9 April, 1994a). A Hong Kong educationist and 
researcher has commented (Johnson, 1994, p.l77) that-"every time there is a 
problem in the classroom of an English language lesson, teachers switch to 
Cantonese". Students everywhere speak Cantonese in and out of the 
classroom. However, the language of examination is no longer imposed and 
this may further distort clarity as to which language is used as the medium 
of instruction. 
So far as the English standard is concerned, Johnson (1994) suggests that 
the rapidly escalating demand for education in English explains a 
widespread perception that new entrants to the job market do not meet 
expected standards of English. In the view of many local citizens, the 
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Government's advocacy of a shill from English to Chinese medium of 
instruction also implies a lowering of English accomplishment. 
To meet this criticism, in the series of Government-appointed Education 
Commissions, the sitting Commission has decided to present a language 
improvement strategy with three goals (Jernudd, 1994): 
a. Better public understanding about language development in a bilingual or 
trilingual environment, with the aim of fostering more realistic 
expectations and more e!Tective ways of meeting them; 
b. More professional responsibility and involvement in language issues, to 
ensure a better match between policy intentions and classroom practice; 
c. More effective approaches to the learning of both Chinese and English, 
having full regard to the bilingual/trilingual context in which students are 
expected to develop language proficiency, and aiming to ensure a better 
match between the time and effort spent on language learning and the 
desired outcomes. 
Consequently, over the last lew years arguments have been mounted that 
English will become more important as the language of commerce and 
trade after handover in 1997. Hong Kong language professionals are calling 
for systematic planning of language. The debate on an alternative language 
future is intense as individuals and organizations make their own 
adjustments according to their own predictions. Thus I ohnson (1994, p.l91) 
argues that under present political uncertainties, agreement on language 
issues is unlikely. 
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Kwok & Ng (in South China Morning Post, 14 June 1997b) e'¢'rcssed their 
fear that political storm looks set to engulf local education following the 
Hong Kong government's announcement that it plans to phasc(out teaching 
in English lant,'llagc when the British colony is transferred to communist 
rule at the end of June of 1997. However, this has not happened yet as the 
Government decided to slow down the plan tor fear that any drastic change 
in language policy will lead to the contusion on both schoo!s and teachers 
(South China Morning Post, 7 August 1999). Therefore, an Education 
Department Vetting Committee has permitted 100 secondary schools to 
continue to teach in English and told the remaining 300 that they must 
switch to mother-tongue instruction from September of 1998. As this policy 
has been implemented, the change would undoubtedly lead to the tact that 
English to speakers of other languages is going to assume even greater 
importance in professional and continuing education , because the 
' 
government is considering otTering exemptions to schools whose teachers 
meet standards for teaching in English language. 1 
According to a survey reported in South China Morning Post ~ December, 
1997c) some schools are reluctant to give up teaching in English, not simply 
because parents generally prefer it. One major factor is that the seven 
. 
universities usually place greater emphasis on new students' proficiency in 
' English than their proficiency in Chinese. Both schools, and 'in particular 
parents, still see English proficiency as necessary for future success either 
abroad or in Hong Kong where most tertiary institutions still officially use 
English as the medium of instruction. Greater importance has been attached 
to their recruits' proficiency in English as compared to Chinese and it will 
remain extremely difficult tu have people abandon the view that mother-
tongue education is inferior. Therefore, it is likely that even more students 
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and mature learners will pursue English language courses in PCE in order to 
upgrade their standard of English in the hope that it may lead to greater 
chance lor entry to university or a better job opportunity. The tact that job-
seekers from English-medium schools have better chances of success has 
long been an open secret. English has always retained special status in 
former British colonies, even after the British have left (Biggs & Watkins, 
1996) . 
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2.3.3 TESOL Background 
Education in Hong Kong exemplifies a special case ofTESOL . Despite the 
obvious Western intlucnces in the territory, Hong Kong is a racially 
homogeneous, monolingual society and 89 1% of residents communicate with 
one another by Cantonese, which can be considered the tirst language 
(Census and Statististics Department, 1995). The Cantonese speaking 
community has a strong intra-group cohesion and speakers keenly maintain 
the use of their language (Bond & Hewson, 1988). Also, some people learn 
English as the third language because Putonghua can be their second 
language. It is not uncommon to lind Hong Kong adults who can speak 
Cantonese, Putonghua and English to communicate in public. Hence, it is 
more appropriate to use the term TESOL (Teaching English to Speakers of 
Other Languages) rather than TOESL (Teaching of English as a Second 
Language). Students nowadays have a tough time to master Putonghua as 
well as English. The school curriculum will have to be redrawn very 
carefully to ensure learners are offered modem teaching aids and the most 
effective methods to sharpen their skills and prepare them for changing 
times in the territory. In the years ahead, the truly ambitious students will be 
trilinguaL Judging by the job specifications now being required by 
employers, that day is just over the horizon (South China Morning Post, 22 
March, 1997a). 
On the other hand, English is the "language of success" and continues to be 
used at higher levels of administration and business, particularly in written 
communication (So, 1989). Knowledge of English correlates highly with 
income, social prestige, and educational level (Fu, 1987). As a result, 
English has a strong image of marketability among the community. Owing 
to the material benefits the language offers, recent surveys have limnd a 
strong abstract motivation to learn English for academic and career purposes 
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(Balla, 1991; Richards, 1993). The economic importance of English is 
reflected in a colonial education system w1 ·:re English was the medium of 
instruction for many secondary, and almost all tertiary, students. While 
language planners arc increasingly questioning the validity of using a 
language of "wider usc" rather than a national language of limited 
international currency (Education Commission, 1995), there is a widespread 
belief among both parents and students that English medium education 
results in a better standard of English. 
Nevertheless, most secondary teachers including those in PCE part-time 
teaching, arc untrained in the language (Education Commission, 1995, 
p.26), and students' monolingual lives outside class offer limited chances 
for practice (Littlewood and Lin, 1996). Therefore, bilingual instruction is 
prevalent in both secondary and tertiary classrooms as a means of making 
material accessible to learners with limited English, despite otricial 
prohibitions against what is seen as a pedagogically harmful interlanguage 
(Lin, 1996). In 1994 21% of25,300 candidates failed the "Use of English" 
examination and another 35% obtained only an E, making their future 
studies conditional upon success in a remedial "language enhancement 
programme." With 18% of the relevant age-group engaged in tertiary study, 
it is not surprising that many students often struggle at university (Hyland, 
1997). Therefore, FCE English Language courses seem to be even more 
important in helping the students to upgrade their proficiency in English. 
Today, English language teaching is no longer seen as an intellectual 
activity. The language targeted for acquisition is presented, acquired and 
used as meaningful and creative human activity for real life (Brandle and 
Niederrnuller, 1994). 
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Duflicy ( 1993) suggests that two key realizations or understanding arc 
required in order to understand TESOL in the classroom in a deeper sense. 
The tirst key understanding is that the way language is learnt in the 
classroom is a complex and by no means straightforward proposition 
(Clarke & Silberstein, 1988). The second key understanding is that what 
takes place in a school classroom, where some or all of the students are 
learning English as a second or third language, is intluenccd by a wide 
range of factors which arc not solely confined within the classroom walls 
(Tollefson, 1991). Therefore, there is an urgent need for teachers to have an 
understanding oC and a sensitivity to, the cultural, political and linguistic 
context in Hong Kong. 
It follows that TESOL teacher education programmes need to involve the 
development of English language teachers in courses which recognize these 
understandings and create opportunities for participants to explore them. To 
do so requires a delicate balance between training and development. 
Training involves direct intervention by the teacher educator in the area of 
knowledge and skills while development relates more to the growing 
awareness and decision-making capabilities of the developing teacher. 
On the other hand, Pennycook (1989) argued that an over-emphasis on 
training would create a TESOL programme which is managerial in nature 
and heavily dependent on a particular methodology which can be seen as 
part of the process of the gradual deskilling of the teacher's role. The 
resultant pedagogical vacuum is often filled by publishers' schemes carrying 
the latest methodological buzz-word. Conversely, an over-emphasis on 
individual teacher development will add unnecessary stress to what is 
already a demanding professional role. Moreover, without strong knowledge 
and skills, developing teachers are left with scant reflective data sources to 
investigate the complex nature of English language teaching. 
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Gross ( 1991) conducted a comprehensive survey of TESOL method courses 
in the United States. It was observed that none of the responding institutions 
included an analysis of the social or political contexts of TESOL within 
their course goals, whereas the emphasis in course texts was firmly 
grounded in methodological concerns. It will be interesting to put social or 
political perspectives into consideration in this study in order to develop a 
holistic picture ofthe issue . 
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2.4 Teachers' Characteristics 
2.4.1 Qualities of Effective Teaching 
2.4.1.1 Introduction 
Richards ( 1995a) considered that teaching is rightly regarded as a profession 
and its members possess specialized knowledge and skills which arc not 
shared by those outside the teaching profession. Like other professions, 
teaching shares several characteristics of professional practice. These 
include: 
I. a specialized knowledge acquired through teacher training and 
experience (Calderhead, 1987); 
2. the application of rules, techniques or procedures to solve practical 
problems encountered in daily work (Clark & Yinger, 1987); 
3. the employment of a wide range of specialized thinking skills related to 
different dimensions of one's work; and 
4. skillful action that is adapted to its context (Calderhead, 1987). 
Therefore, teachers' professional expertise includes a number of di!Terent 
dimensions. The most important of these are general instructional 
knowledge and skills, pedagogical content knowledge, and pedagogical 
reasoning skills. 
General instructional knowledge refers to the mastery of basic teaching 
skills including planning skills, classroom management skills, 
improvisational skills, motivational skills and questioning skills. Teachers 
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develop working principles which represent their understanding of how 
c!Teetive teaching is achieved (Richards, 1995b ). 
Pedagogical content knowledge is described by Brophy (1991) as: 
"a special fonn of professional understanding that is unique 
to teachers and combines knowledge of the content to be 
taught with knowledge of what students know or think they 
know about this content and knowledge ofhow the content 
can be represented to the students through examples, 
analogies etc. in ways that are most likely to be effective in 
helping them to attain the intended outcomes of instruction 
(Brophy 1991, p.l2)." 
Pedagogical reasoning skills refer to how teachers represent content 
knowledge in teaching. Shulman (1987) describes the nature of pedagogical 
reasoning skills as a process of transformation in which the teacher 
transforms the subject matter of instruction into forms that are 
pedagogically powerful. It should be adaptive to the variations in ability and 
background of different PCE learners. 
Skill in teaching can be seen as acquisition of the above skills and 
Fenstermacher (1994) points out the differential teacher characteristics 
between novice and experienced teachers. Beginning teachers do not have a 
repertoire of strategies for presenting their content. They do not have a 
grounded understanding of what students are like as learners, how they 
think about particular topics, and what problems they may encounter in 
learning specific content. 
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2.4.1.2 Teacher effectiveness 
Levine and Ornstein (!990) note that one of the most difficult problems in 
educational research is that of understanding 'teacher effectiveness' - of 
discriminating between more and less effective teachers. For nearly a 
century, researchers have attempted to study teacher effectiveness exploring 
both internal constructs and external behaviour of teachers, including 
teachers' characteristics (Stallings, 1976). Concern for the nation's 
economic well-being has moved the issue of effective teaching to the top of 
the national agenda. The need for better understanding of teacher 
etiectiveness continues to be an urgent concern. 
Researchers have started to question some fundamental mechanisms which 
drove earlier research of teacher effectiveness. Worthen ( 1993) reported that 
many researchers now question the use of standardized tests scores and 
other objective measures as the sole standard for defining successful teacher 
effectiveness. Today's emphasis on high-level thinking skills, together with 
equal-quality education for all learners, is shaping a new model of teacher 
effectiveness (Wood, 1992). 
It is quite accurate to say that a school's effectiveness depends directly on 
the effectiveness of its teachers because of the impact of any educational 
program or relationship between effective teachers and e!Iective schools. 
Effective teachers need a supportive and positive environment. Medley 
(1982, p.l984) defined 'teacher effectiveness' as "the results a teacher gets 
or the amount of progress the pupils make toward some specified goal of 
education". One implication of this defmition is that teacher effectiveness 
can only be assessed in terms of behaviors of students instead of behaviors 
of teachers. On the other hand, Barich (1992) insists there should be 
multiple definitions of 'teacher effectiveness', as there is no simple 
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detinition and etTcctive teaching varies with the age of the student 
population, the subject matter and even the background characteristics of the 
students. These factors produce multiple delinitions of eftcctive teaching, 
each of which applies to a particular context, thereby defining 'teacher 
effectiveness' more accurately. Any single definition would be inaccurate 
because of its insensitivity to the different learners, curricula, grade levels 
and instructional materials within which teaching and learning takes place. 
However, Fenstermacher (1994) interprets teacher effectiveness as "What is 
known about e!Tective teaching?" which can also be framed as "What is 
known about successful teachers?" or "What is known about what makes 
teachers good at what they do?" The answers to these questions are 
contained in all of the research dealing with relationships between or among 
variables, including nearly all of the process-product research, a portion of 
the research connected with cognitive processing, teacher expectancy, and 
teaching thinking and research dealing with the topics of learning to teach 
and statT development. Cochran-Smith & Lytle (1993, p.88) further argue 
that this relationship should involve ways of knowing about teaching in 
which the teacher develops theories to "interpret, understand, and eventually 
transform the social life of schools". Teachers should be among the 
producers or generators of knowledge. 
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2.4.2 Qualities of Effective Bilingual Teacher 
In order to deal with these issues, D'Annunzio (1995) expressed the view 
that the use of bilingual tutors for teaching TESOL not only fills the need 
for tutors, but may also provide other distinct advantages over exclusively 
English speaking tutors. Bilingual tutors share the same language and 
background as the students. This may ensure a more personal involvement 
and a more accepting, non-intimidating atmosphere enhancing the desire of 
local adult learners to remain in the program. TIL IJedagogical and 
motivational advantages of personal involvement by bilingual tutors have 
been demonstrated in various case studies. This personal involvement 
between the bilingual tutors and adult English language learners was given 
additional impetus by training the tutors in the use of non-directive learning 
procedures, such as the language-experience approach, individualized 
reading and expressive writing (Scully & Johnson, 1991 ). The use of 
bilingual tutors may break the chain of heavy reliance upon professional 
intervention. There need be no special educational qualifications aside from 
bilingualism. lnservice and continuous monitoring by the course leaders can 
make them very effective teachers in a short period of time (D' Annunzio, 
1995) . 
2.4.3 Characteristics of the Sample 
There is a general assumption that apart from the heterogeneous 
backgrounds from which part-time teachers of PCE come, their reasons to 
teach in a PCE institution are also heterogeneous. There are several reasons 
for teachers to undertake part-time teaching English language in PCE. These 
part-time teachers can be the professionals who spend their leisure time 
teaching about their full-time jobs. They can also be the school-teachers 
who teach the discipline that they teach at school or college. In addition, 
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some may even are the passionate amateur who teaches English language 
that they learnt in the past while retaining their own jobs other than teaching 
(Lowe, 1982). 
This grouping of motivating factors according to teachers' backgrounds was 
investigated by Tuckman (1988) in a national survey of 128 institutions of 
higher education. In his study, Tuckman examined the motivation of part-
time teachers and developed a 'taxonomy of part-time' which provides a set 
of seven motivational categories. Tuckman's categories are as follows: 
1. The Semi-retired -- They were full-timers in the past but have reduced 
their activities and teach part-time in higher education. 
2. The Students -- They work on a degree and try to supplement their 
income and gain experience. 
3. The Hopeful full-timers --They have not been able to find full-time 
jobs and are hopeful that their present part-time employment will lead to 
a full-time position. 
4. The Fnll-mooners --They are part-time teachers holding 'a second job 
of thirty-five hours a week or more'. They are usually in their part-time 
job for supplementary income and have less hours to give to class 
preparation. 
5. The Home workers -- They teach part-time to keep enough time to care 
for children or other dependents in the house. 
6. The Part-moaners -- They are teachers with a second job which 
requires more than one, but less than 3 5 hours. 
7. The Part unknowners -- They belong to a kind a miscellaneous 
category of part-time teachers that includes people with a taste for 
leisure, persons in between jobs, and those who just want to keep in 
touch with the academic world (Tuckman, 1988). 
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From the studies undertaken by Morton and Newman ( 1982), it is 
commonly believed that teachers of PCE programmes arc generally part-
time and they may have more than one job. Similarly, Lowe (1982), in his 
discussion about the administrative, organizing and teaching force in PCE, 
has noted that the teaching of adults in PCE is overwhelmingly a part-time 
occupation largely carried out by people from a broad spread of professions 
other than teaching. Generally, part-time teachers seem to be more 
vulnerable compared to full-time teachers when we look at their terms and 
conditions of service. Recruitment and employment procedures are often 
informal and ad hoc and workers are often not given information about 
basic entitlements (Mezirow, 1991 ). 
From the above discussion, it seems that teachers in PCE come from a 
variety of backgrounds and the proportion of their working time committed 
to PCE teaching is a minor part. At this point, two interesting issues emerge: 
'Who are those part-time teachers?' and 'Where do they come from?' 
(Research Question One) 
According to Jarvis (1985) it is extremely difficult to determine how many 
people are actually employed to teach adults since it is almost impossible to 
draw perimeters around this occupational group and delimit it. By contrast, 
a part-time employee who teaches adults for six hours a week, and is a 
housewife for the remainder of the time, may well see herself as a teacher of 
adults. Hence, one of the problems in defining who are adult educators is 
that many who teach adults may not define themselves as adult educators 
while some who teach adults but little may so de tine themselves. 
Jarvis' brief discussion seems to suggest that a major ditliculty in defining 
the occupation of teaching adults lies in the fact that the great majority of 
individuals who are employed to teach adults do so on a part-time basis 
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(Jarvis 1985). These part-time teachers, since the proportion of their 
working time that is committed to PCE is a minor part, may come from a 
variety of backgrounds and have different employment patterns. 
Apart from the heterogeneous and diverse backgrounds that part-time 
English language teachers may display, there is another significant 
assumption about the female dominance in part-time PCE teaching. Lam 
(1992) recorded that 75% of the part-time teachers listed in Hong Kong 
adult education prospectus were women. Similar findings are recorded from 
other research into PCE teaching. Graham et al (1982) reported 64 % of 
their sample were women; Handley (1991) noted that 73% of her 
respondents were women while Martin's (1989) research revealed that two-
thirds of her respondents were women. 
Lam (1992) found such findings unsurprising since the part-time women 
teachers can be treated as a 'reserve army of labour' in PCE which can be 
dispensed with if the market conditions are unfavourable to the sale of the 
commodity. It is possible to do this because the majority of part-time 
English language teachers are women and in the sexual division of labour 
the women's primary responsibility is still defined as being domestic . 
It was suggested by Dighe ( 1995) that women have always constituted an 
important group of teachers in PCE programmes. Yet PCE research has not 
always been sensitive to gender issues. Elsewhere it appears that while there 
is a tendency to treat gender issues as important, little importance is given to 
gender in the research undertaken in PCE. 
What about the situation in Hong Kong? Is it true in Hong Kong that part-
time English language teaching in PCE is dominated by female teachers? It 
is hoped that at the end of this study a profile of local TESOL teacher 
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characteristics can be drawn for comparison with the exotic models held 
true of part-time teachers of English language courses in PCE elsewhere . 
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2.5 Teachers' Job Satisfaction 
2.5.1 Definition of Job Satisfaction 
Although there is not a universal definition of job satisfaction, most 
researchers agree that it is an employee's general attitude towards his 
or her job (Robbins, 1994, p.417). Robbins explains that attitudes arc 
evaluative statements- either tb.vourablc or unfavourable- concerning 
objects, people, or events. They reflect how an individual feels about 
something. A frequently cited definition of job satisfaction is "Job 
satisthction is an important part of interrelated satisfactions, analogous 
to a river with small tributaries converging into ever-larger branches 
and eventually into a Jake or sea. Satisfaction with specific aspects of 
a job situation cause satisfaction with facets of the job, with the job in 
general, and eventually with life" (Smith, 1992, p.l ). 
Smith (1992, p.8) describes a person's satisfaction with events and 
feedback in his/her job as "small rivulets which collect into creeks and 
combine to form small rivers". These "tributaries" (satisfaction with 
work, pay, promotion, supervision, and co-workers) join together to 
fonn a "river" 0fjob satist'hction, which combines with other "rivers" 
- marriage satisfaction, leisure satisfaction, and family satisfaction --
and form the "lake" or "sea" of life satisfaction (pp.S-9). 
Job satisfaction can be defined as an important part of interrelated 
satisfactions with specific aspects of a job situation. Consequently, this 
leads to satisfaction with the job in general, and ultimately, with life 
(Smith, 1992, p.l ). 
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2.5.2 Theories of Job Satisfaction 
When teachers obtain feelings of satisfaction with teaching and 
develop positive attitudes towards their job, they can be said to have 
job satisfaction. Such feelings of satisfaction can be ditlcrent for 
different individuals who have different needs and goals in life. In this 
respect, Klingner ( 1980) has encompassed the meanings of work for 
di!Terent individuals within economic, social and psychological 
contexts. In the economic context, people can cam money ti"om work 
and then use the money to exchange for their desired goods and 
services. This is in compliance with the money and most basic needs 
incentive of the classical views of motivation. Socially, people can 
make friends and establish their own social role at work. This is what 
has been referred to as 'social affiliation' needs in the needs hierarchy 
developed by Maslow (1965). Psychologically, work could provide 
people with the opportunity of self-esteem, recognition, personal 
satisfaction and personal growth. This is classitied as the highest level 
of needs, namely, 'self-actualization' and 'esteem' needs in Maslow's 
needs hierarchy (1965). Herzberg (1982) called them motivators, the 
presence of which can cause motivation at work, as distinguished tfom 
'hygiene factors' such as pay and conditions of work place, the 
absence of which can cause dissatisfaction at work. 
Over the years, a number of research studies, as mentioned in the 
previous chapter, have been done to find out the reasons for job 
satisfaction for various professions, and to see if job satisfaction is 
positively related to efficiency at work. For instance, Bidwell (1955) 
found that teacher satisfaction depends upon their expectation of the 
behaviour of school administrators. Other tindings reveal that the 
school principal's stimulating leadership can also be a cause of 
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teacher satisfaction (Schein, 1992). Results of' these studies are 
interesting but one common drawback is that they are largely 
descriptive without being linked to the different theories of motivation. 
This can be a serious handicap that undermines the potential of such 
tin dings in guiding the development of personnel practices. 
The 1950s were a fruitful time for the development of job satisfaction 
concepts. Three specific theories were formulated during this period 
which, although having been heavily attacked, arc probably still the 
best-known explanations of employee motivation. These are 
Maslow's theory, Discrepancy theory and Holland's theory. 
2.5.2.1 Maslow's theo!J:: 
Abraham Maslow (1965) suggested that the driving force that causes 
people to join an organisation, stay in it, and work towards its goal, is 
actually a hierarchy of needs (Owens, 1987; Robbins, 1994). When the 
lowest order of needs in the hierarchy is satisfied, a higher-order need 
appears, and, since it has the greater potency at the time, this higher-
order need causes the individual to attempt to satisty it. The needs in 
their ascending order are basic physiological needs, security and 
safety, social affiliation, esteem and self-actualization. Maslow's need 
theory has received wide recognition, particularly among practicing 
managers. This can be attributed to the theory's intuitive logic and 
ease of understanding. Unfortunately, however, research does not 
generally validate the theory. Maslow provided no empirical 
substantial for his theory, and several studies that have sought to 
validate it have found no support (Robbins, 1994, p.467). 
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2.5.2.2 Discrepancy theory 
This theory seems to be an extension of Maslow's theory. It claims 
that the discrepancy between what is wanted (needs) and what is 
obtained (attainment) determines the level of satisfaction. Great 
discrepancy would lead to dissatisfaction while small or zero 
discrepancy would lead to satisfaction (Cope, 1979). However, the so-
called needs as mentioned in this theory are not classified or coded in 
Maslow's way. Through various studies, researchers have developed 
their own comprehensive list of variables such as variety, autonomy 
and so on. Studies of Greenhaus, Seidal and Marinis (1983) have 
produced findings strongly supporting this theory. 
2.5.2.3 Holland's theory 
Holland's theory (1985) has been widoly used in career guidance. 
This theory attempts to provide answers to the question: what 
personal and environmental characteristics lead to satistllctory career 
achievement, career stability or change (Holland, 1985, p.l)? There 
are four assumptions on which this theory is built: 
a. Most people can be categorized into six personality types: realistic, 
investigative, artistic, social, enterprising and conventional. 
b. There are six model environments: realistic, investigative, artistic, 
social, enterprising and conventionaL 
c. People look for environments that will let them exercise their skills 
and abilities, express their attitudes and values, and take on 
agreeable problems and roles. 
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d. Behavior is determined by an interaction between personality and 
environment (1-Iolland, 1985). 
In Holland's view (1985, p.2) "each (personality) type is the product 
of a characteristic interaction among a variety of cultural and personal 
forces including peers, biological heredity, parents, social class, 
culture, and the physical environment. Out of this experience, a 
person learns tirst to prefer some activities as opposed to others. Later, 
these activities become strong interests; such interests lead to a special 
group of competencies. Finally, a person's interests ·and competencies 
create a particular personal disposition that lead him or her to think, 
perceive, and act in special ways." 
From the above discussion, an individual's personality is seen to be a 
reflection of ability and interest. When an individual's personality is 
matched with a compatible work environment, selt~actualization 
resulting in job satisfaction and job stability is much more likely to 
occur. A review of research on person-environment congruence shows 
significant positive relationship between congruence and persistence, 
job satisfaction and stability of choice (Spokane, 1985). Therefore, 
compared with the other theories of personality, Holland (1985, p.ll) 
defines this theory as a 'fulfillment model'. 
Despite its wide clinical application in career guidance, research 
findings that support the theory are few (Hughes, 1972). Meta-
analytic research does not support the claim that achievement and 
stability arc significantly associated with congruence (Assouline & 
Meir, 1987) and the overall mean congruence-satisfaction correlation 
has not been shown to be signiticant (Tranberg, Slane & Ekeberg, 
1993 ). It is not surprising if we try to review this theory against that of 
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Maslow. Holland's theory has ignored the fact that basic needs vary 
among dillerent people and change over time. Not all people arc 
seeking sclt~actualization at the .same point in time. For example, a 
worker who is in urgent need of money would not be satisfied in an 
underpaid job just because it tits his personality. The interaction 
between persons with the same personality type in the s.1mc work 
environment can be very complicated and conflicting. 
2.5.2.4 An Integration 
The above review displays a diversified conceptualization of job 
satisfaction. However, they can be linked together by some 
commonalties. Verhaegen 's view (1979) can comprehensively 
summarize the concepts of job satisfaction. This view suggests that 
the level of job satisfaction experienced is a complex function of: 
a. degree of attainment of needs/values through the work; 
b. the perceived chances/possibilities of attaining these values; 
c. the relative advantages and disadvantages of the work situation 
compared with that of other people; and 
d. personality and cultural or societal determinant. 
When an individual's need can be fulfilled by the environmental 
conditions in work (reinforcer), correspondence results between need 
and reinforcer. Job satisfaction is reliably predicated by this 
correspondence. However, if correspondence fails to occur, the 
individual may seek ways to improve. Such adjustment behaviour can 
be described in terms of two adjustment-style dimensions, activeness 
and reactiveness. Activeness involves adjustment behaviour acting on 
the environment in order to achieve closer correspondence while 
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reactiveness involves adjustment behaviour acting on himselJi'hcrsclf: 
It is the interplay of these dimensions which determines the dynamics 
through which one becomes satisfied or dissatisfied (Lofquist & 
Dawis, 1984 ). 
This summary reveals the complexity of the study of job satisfaction. 
Any attempt to generate generalized conclusions that are suf'liciently 
applicable in wide range of real situations is virtually impossible. 
Therefore, quantitative study alone can hardly produce any in-depth 
understanding of the topic, and a qualitative approach seems to 
become an essential component of the study. This study tries to 
implement this combined quantitative-qualitative aproach by 
following the notion given by Parlett and Hamilton ( 1979) as follows: 
"The choice of research tactics follows not from 
research doctrines, but from discussions in each case as 
to the best available techniques; the problems define 
the methods used, not vice versa (p. 13)." 
The study employs a sample of Teachers of English to Speakers of Other 
Languages (TESOL ). In order to use the method that provided the best means 
of answering the research questions, the approach on both quantitative and 
qualitative aspect was to utilize questionnaires. In order to deal with 
information that depended on individual interpretation of characteristics and 
job satisfaction, the suggested approach allowed for clarification of issues by 
both researcher and the respondents in the sample, though time and resource 
constraints limited the extent of the data collection (Cohen & Manion, 1994). 
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Though surveys presented the advantage of breadth of coverage in gathering 
data. they were limited by their nature in providing in-depth understanding of 
tl>e aspects under study. To acquire in-depth understanding of the 
characteristics and job satisfaction of part-time English language teachers, the 
second method employed by the study consisted of semi-structured interviews 
(Welcott, 1988). Apart from providing a deeper insight, the interviews also 
enabled the researcher to identity the factors influencing the major 
developmental outcomes of the teachers. 
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2.5.3 Job Satisfaction of Teachers 
Ditlerent occupations vary in tenns of nature of work, work-related 
responsibilities, working settings, the management of people and 
work activities. Determinants and correlates of job satisfaction of 
teachers are different when compared with people in other 
professions in business and industry. A review of studies relating to 
teachers and educators in school settings is thus worthwhile. 
2.5.3.1 Overseas research 
Job satisfaction has probably attracted more research than any other 
dependent variable in the field (Staw, 1984, p.630). Because of its 
ease of measurement, as well as the continued dependence of the field 
on attitudinal surveys, satisfaction measures have played some role in 
a very large proportion of organizational research studies. A great 
number of studies contained some documentation or examination of 
job satisfaction. However, not many of these studies were conducted 
in educational settings. Most of them were conducted in business and 
industrial settings (Locke, 1976). 
In their findings, Fay and Chapman (1990) concluded that the best 
predictor of job satisfaction was school prestige, followed by working 
conditions, interpersonal relations with other teachers, relationship 
with parents and organizational structure. 
Gierach (1991) found out that teachers in Beijing, China were 
satisfied with their work and relations with colleagues but they were 
not satisfied with pay, opportunities for promotion and supervisors. 
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Conley, Bacharach and Bauer (1989) tried to identify the 
dissatisfhction lhctor of teachers in New York in their research. They 
found that promotion prospects was a key factor and that teachers 
were more concerned with the reasonableness of promotion rather 
than uncertainly of promotion. However, the promotion prospect is tar 
lrom satisfactory. 
In the early study, Rudd and Wiseman (1962) reported that 92% of 
teachers were satisfied with their jobs. Lortie's (!964) study with 
6,539 teachers in Dade County, Florida, showed that 81% expressed 
some level of satisfaction with their job. Hackman and Oldman (1980) 
reported that 75% of the teachers in their survey were satisfied with 
their work. 
A replication of Lortie's study in Dade County in 1984 (Kottamp, 
Provenza & Cohn, 1986) with 2718 teachers showed that 76% had 
attained satisfaction with their job, a slight drop in satisfaction when 
compared to twenty years before. Kottamp, Provenza & Cohn (1986) 
provided an explanation as to why teachers experienced a lower 
degree of job satisfaction in the 1984 survey. Though teachers in 1984 
were more mature, more experienced, and better educated than their 
counterparts of 1964, the respect and status they received from society 
was lower than during the previous survey. The same relationship 
between education and experience of teachers and their status and 
res01ect in society still holds true today. In tact, it seems that the 
relationship is even weaker today than in the past. 
To sum up, the overseas research on the job satisfaction of teachers 
show that there has been a gradual decline over the past decades. It 
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also reveals a high degree of stress, burnout and attrition. Stress and 
burnout have been identified as significant problems to teachers. 
2.5.3.2 Local research 
There has not been much local research in the area of job satisfaction 
among Hong Kong teachers. In 1996, Wu investigated factors 
contributing to job satisfaction and dissatisfaction among secondary 
school teachers. Importance of motivators was higher than the 
hygiene factors. Interpersonal relations with students was perceived as 
the most important factor contributing to job satisfaction while work 
itself was perceived as the most important factor contributing to job 
dissatisfaction. 
Ip ( 1985) found that teachers were satisfied with autonomy and 
personal growth but that they were not satisfied with their colleagues 
and supervisors. Wong (1989) examined the relationship between job 
satisfaction and intention to change jobs among. teachers. These 
results showed that about half of the respondents would like to change 
job or school if alternatives were offered. Teachers surveyed by Wong 
were usually dissatisfied with low commitment to their profession. 
On analysis of responses from 275 Hong Kong secondary school 
teachers, Wong (1989) came to the conclusion that teacher job 
satisfaction was not high. His findings revealed that teachers were 
slightly satisfied with income, job nature and colleagues. Tedchers' 
affective evaluation on social prestige, school principal and students 
seemed to be neutral. The most noticeable finding was that teachers 
were quite dissatisfied with promotion opportunities. This can be 
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compared with the overseas research conducted by Conley et a! in 
1989. Another recent study by Wong and Li ( 1995), which sampled 
40 Hong Kong aided secondary schools with over 600 teachers, 
indicated that rank, participation in decision making, student quality, 
workload and variety in school activities were significant predictors of 
teacher job satisfaction. 
Wu and Watkins (1994) conducted a study on the validity of the 
modified version of the Job Description Index (JDI) among Hong 
Kong teachers. Results indicated that the modified version of JDI 
supported the internal consistency reliability and internal validity of 
the instrument. Wu ( 1996) found that among the five tacets of job 
satisfaction of JDI, teachers were most dissatisfied with their 
superv1swn and opportunity tor promotion but they were rather 
satisfied with their colleagues. 
2.5.3.3 Job Satisfaction of TESOL 
There has been very limited study of the job satisfaction of TESOL 
(Teachers of English to Speakers of Other Languages). The first 
research with members of TESOL organizations was part of a general 
survey conducted by Tobash and Blaber (1987). This survey asked 
about the factors which TESOL educators believe important to their 
job satisfaction. Soon afterwards, Pennington aild Riley ( 199Ja, 
1991 b) conducted two studies of job satisfaction with l 00 TESOL 
members each, using the Minnesota Satisfaction Questionnaire [MSQ] 
and the Job Descriptive Index [JDI]. Their MSQ study found that the 
subjects were moderately satistied with their jobs overall, with the 
facets Advancement, Compensation, Supervision, and Company 
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policies receiving the lowest satisfaction. The JDI study found a high 
level of overall job satisfaction but low level of satisfaction with Pay 
and Promotions among TESOL members. 
2.5.4 Conclusion 
Job satisfaction can be considered as the employee's general attitude 
towards his or her job (Robbins, 1993). In the Enclyclopedia of 
Education Research, Gorton (1982, p.l904) defines job satisfaction as 
the extent to which a person can meet individual personal and 
professional needs as an employee. 
During the past few decades, a lot of theories were developed to 
explain the nature of job satisfaction. The variety of 
conceptualisations about job satisfaction ranges . from the need-
fulfillment approach (Maslows, 1965), discrepancy approach (Locke, 
1976) and Holland's theory (Holland, 1985). 
Overseas research showed that teachers generally are not satisfied 
with their work throughout the 1980s and the 1990s. Job 
dissatisfaction, stress, burnout and other related issues are some 
problems the teaching profession is now facing. In Hong Kong, the 
investigation of job satisfaction of teachers happened in the 1980s and 
the I990s (Ip, 1985; Wong, 1989; Wu and Watkins, 1994; Wong, 
1995; Wu, 1996). 
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Nevertheless, most of the research focussed on secondary sl!hool 
teachers and administrators. There has been little larg~.:-scale research 
to study local English language teachers, with the exception of the 
study conducted by Pennington and Riley in 199 I b, let alone the 
Professional and Continuing Education. TherefOre, there is an urgent 
need to conduct a research to fill the vacancy. 
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2.6. Teachers' Motivation and Commitment 
2.6.1 Categorization of Motivation .!'heories 
Motivation in the work place means to identity the needs of staff and usc the 
appropriate incentive to make them feel satisfied through the process of 
work. Therefore, teacher motivation is very much related to job satisfaction, 
if they are not interpreted as cause and effects. 
The value of motivation as an important aspect of administration lies in the 
potential improvement of efficiency and effectiveness in the work place by 
satisfying the needs of individual teachers and hence encouraging them to 
work harder. As motivation represents such an important aspect of 
administration that is directly related to the well-being or survival of an 
institution, various research studies have been conducted on this topic. 
Although di!Terent ideas have been put forward by different theorists. 
almost all of the studies have built on, or centred around, the meaning of 
and relationship between the three fundamental elements of motivation. 
namely, needs, drives and goals. Needs set up drives to accomplish goals. 
That is what the basic process of motivation is all about. Needs arise !rom 
deficiency of any kind, whereas drives are actiori~oriented forces that 
provide thrusts towards accomplishment of goals. 
Despite the fact that there appears to be such a central theme in common to 
the various theories of motivation, at present there is still a lack of 
integration or synthesis of the theories. A need for contingency models and 
group/social process has been identified in recent studies (Mitchell, 1982). 
So far, the most acceptable approach towards categorization of the various 
theories of motivation is their division into either content or process theories. 
Figure 1 is a diagrammatic presentation of the content and process theories 
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that are considered to be relatively more prominent and influential in nature. 
The tormat of Figure I also purposefully shows that at present there IS a 
lack of integration between the various theories. 
Figure I WORK MOTIVATION THEORY (Source: Fred Luthans, 1985) 
1900 Scientific Management 
Wage incentives 
I 
Human Relations 
Economics, security, Lewin and Tolman 
conditions expectancy contr.rns 
Maslow 
Hierarchy of needs Vroom 
valence/expectancy Festinger. and 
Homans 
Herzberg 
Two-factor theory 
Alderfer 
ERG needs 
Porter and Lawler 
Perfonnancc-satisfaction 
Cognitive 
Dissonance/ 
Exchange 
Adams 
equity 
Heider and Bern 
Cognitive evaluation 
Kelly 
attribution 
Present CONTENT MODELS PROCESS MODEL 
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Although up till now there is no explanation that is universally accepted as 
being all-embracing or fully explanatory, there arc still a number of major 
theoretical concepts that offer valuable sources of insight for school 
administrators to improve teacher motivation. 
2.6.2 Content Theories of Motivation 
The content theories of motivation refer to those theories that are centred on 
the exploration and determination of the factors that motivate people at 
work. The theorists belonging to this group are mainly concerned with the 
needs, drives or values that arc most conducive to human behavior and how 
these needs or drives are prioritized. 
2.6.2.1 Herzberg's theory 
Frederick Herzberg suggested that motivation is not a single dimension 
describable as a hierarchy of needs but that it is composed of two separate 
independent factors, motivators (satisfiers) and hygiene factors 
( dissatisfiers) (Robbins, 1994). 
Herzberg's study was designed to test the concept that man has two sets of 
needs: the need as an animal to avoid pain, and the need as a human to 
grow psychologically. In his research, two hundred engineers and 
accountants were interviewed. They were asked to describe in detail 
situations in which they felt exceptionally good (satisfaction) or bad 
(dissatisfaction) about their jobs. Their responses were then tabulated and 
categorized. 
Traditionally, it had been believed that the opposite of job satisfaction is 
dissatisfaction. Thus, by eliminating the sources of dissatisfaction !rom 
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work the job would become motivating and satisfying. But Herzberg 
concluded that the opposite of satisfaction is no satisJaction and the 
opposite of dissatisfaction is no dissatisfaction. Thus, by eliminating 
sources of dissatisfaction, one may reduce the dissatisfaction of a worker, 
but this does not mean that such reduction either motivates the workers or 
leads to job satisfaction. Therefore, managers who seek to eliminate 
tllctors that create job dissatisfaction can bring about peace, but not 
necessarily motivation. They arc placating their work force rather than 
motivating it. Because the factors that create job dissatisfaction do not 
motivate employees, they were characterized by Herzberg as hygiene 
factors. When those factors are adequate, people will not be dissatisfied; 
however, neither may they be satisfied. To motivate people on their jobs, 
Herzberg suggested the need to provide more motivating factors. 
According to Herzberg, the factors leading to job satisfaction are separate 
and distinct from those that lead to job dissatisfaction. Five factors 
including achievement, recognition, work itselt; responsibility and 
advancement lead to job satisfaction. They were called satisfiers or 
motivators. Another five factors including company policy, supervision, 
salary, interpersonal relations and working conditions lead to job 
dissatisfaction. They were named dissatisfiers or hygiene !actors. 
An important concept in the Motivation-Hygiene theory is that the 
interviewees tended to see the motivating factors as being related to 
intrinsic factors while they tended to see the hygiene factors as being 
related to extrinsic factors. Intrinsic factors such as achievement, 
recognition and responsibility were related to job satisfaction when the 
interviewees felt good about their work and they tended to attribute these 
characteristics to themselves. On the other hand, when they were 
dissatisfied, they tended to cite extrinsic !actors; characteristics of the 
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organisation such as company policy, administration, supcrvtsJon, 
interpersonal relationships and working conditions. 
2.6.2.2 Scientific management and human relations school 
As seen from Figure I, the content theories of motivation start from the 
theory of scientilic management proposed by Taylor in 1912. According to 
Taylor. workers were inherently lazy and could only be motivated by 
economic incentive. Another aspect of scientific management in relation to 
worker motivation is work specialization and division of labour among 
workers. As workers would become fatigued after working for certain 
periods of time. breaking down a piece of job into small mechanical parts 
would reduce the effect of fatigue and therefore improve workers' 
etticiency. 
Taylor's scientific management did have significant impact on the 
improvement of productivity at his time when working environments of 
factories were poor in general, and management·Worker relation was bad. 
However, his stress on money incentive as the most important motivating 
force for workers. as well as other means of improving the pace of 
productivity such as lime and motion studies. renders scientific management 
an unsuitable theoretical construct for this study. 
As a result of the neglect of human aspects in Taylor's scientific 
management, there were increasing demands from industrial psychologists 
to develop a more comprehensive approach that could take into account 
concerns for other aspects of human needs at work apart from the pure 
money incentive. 
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The beginning of human relations movement can be traced lfom the study 
of Follett in 1926 who advocated that there were differences between 
individual concerns. She believed that the rdationship and interaction 
between people should be treated as an important aspect or human needs 
apart from money incentives. llowcver, her ideas did not receive much 
attention at that time as they were not tested empirically. The shil\ or 
emphasis of human aspects of work life was marked by the Hawthorne 
Studies which began in the 1920s with the results published in early 1940s. 
The studies marked a deviation from the classical school of thought as it has 
been demonstrated that human motivation does not depend on economic 
incentive alone. There are other factors like workers' personal history, 
feelings and attitude, social relations at work, as well as management 
attitude and nature of the task that can aiTect their productivity. It was also 
found workers' productivity could be improved by the establishment of 
informal work groups. This idea can be very useful in achieving 
management goals if properly handled and manipulated. 
To sum up, the human relations movement advocated that the focus of 
organizations should rest on the human factor, rather than the structure of 
the organization or anything else. It was suggested that the factors leading to 
human motivation at teaching could be different from those !actors causing 
dissatisfaction. The movement believed that there were various motivating 
factors for workers which could include the nature and design of the task 
itself apart from social needs and material incentive. 
Because of these beliefs, the human relations school can also be categorized 
as content theories of motivation. They found that tinancial incentive was 
not the only motivator for workers, including teachers. They believed that 
teachers should not be treated just like cogs ;n the machines, but more 
attention should be paid to the human aspects of management such as 
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teachers' leclings, social needs and job satislaction (Rice, 1982). To 
conclude, the theory of the human relations school ean also serve as a 
source of background information in understanding the importance of 
human factors in the work place. 
2,6,3 Process Theories of Motivation 
The process theories of motivation are mainly concerned with the means by 
which people are motivated to act in a certain manner, and with the 
cognitive antecedents that go into motivation. In comparing them with the 
content theories of motivation that have just been described, the process 
theories can be said to be less substantive in nature. "Illere are vanous 
models of process theories but almost all of them concern the process 
involved in an individual's choices among alternative actions and the 
amount of e!Tort paid by individuals during the process. The interaction 
among the variables of incentive, reinforcement and expectancy in the 
choice making process are also described by various models (Gardner, 
1985). 
2,6,3,1 Expectancy model 
Expectancy theory (Vroom, 1964) makes the picture of job satisfaction 
more generalized and simple. It leads to the belief that everyone does have 
expectations of certain outcomes out of his/her job, When this expectation 
is fulfilled, satisfaction will result If not, the worker will be dissatislied 
(Gruneberg, 1976). 
In a more refined term, Vroom's (1964) expectancy theory is termed as 
Valence-instrumentality-expectancy theory, Expectancy is defined as the 
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outcome that an individual wants to attain. Valence is defined as the 
strength of an individual's affective orientation towards the outcome. 
Instrumentality is referred to as the perceived possibility of the work as a 
tool leading to the attainment of the expected outcome. To generate a 
holistic picture from all these technical terms, we may conceive that an 
individual would be satisfied only when he can attain the significant 
outcome as perceived by him, i.e. outcome of high valence, and the work 
environment IS regarded as being important in providing 
opportunities/conditions to allow such attainment to occur. Such 
conceptualization shows some link to Maslow's theory that gratification of 
need produces satisfaction. It also shows a link to Holland's theory. From 
Holland's view, a congruent job is the preferred job of a person (Mazen, 
1989), and a preferred job is based on a match between valence and 
instrumentality (Benninger & Walsh, 1980). 
Though Verhaegen (1979) claims that expectancy theory is a theory 
difficult to test in real situations, it has enjoyed extensive utilization in a 
wide range of areas in psychology (Mitchell & Bighan, 1971) and is 
considered as a promising model for prediction of attitudes and behavior 
(Eran & Jacobson, 1976). 
As seen from Figure I, early concepts of the procecs theories are rooted in 
the expectancy concerns put forward by the two pioneering psychologists 
Kurt Lewin and Edward Tolman. The choice behaviour and utility concepts 
from classical economic theory have also played an important role in the 
early stage of process theory formulation. Nevertheless, the tirst person to 
formulate an expectancy theory directly aimed at work motivation was 
Victor Vroom. 
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Vroom (1964) proposed his expectancy process theory as an alternative to 
the content theories, which he felt were inadequate explanations f{)r the 
complex process of work motivation. His expectancy process theory 
maintains that people's motivation towards doing anything will be 
determined by the value they place on the outcome of their ellort, whether 
positive or negative, multiplied by the level of confidence they have that 
their efforts will materially aid them in achieving a goal. 
In Vroom's own terms, the expectancy process theory can be stated as 
Force~ Valence x Expectancy 
where force is taken to mean the strength of a person's motivation, valence 
is the strength of a person's preference for a particular outcome. and 
expectancy is the probability that a particular action will lead to a desired 
outcome. 
To conclude, for the purpose of this study, Vroom's expectancy theory of 
motivation is strongly supported as the ideas put forward by Vroom ( 1964) 
are found to be most usetul for analyses of the problems revealed in the 
study . 
2.6.3.2 Other process theories 
In the other process theories which also focus on cognitive process. the 
function of human perception in intluencing behaviour is emphasized. 
Festinger's cognitive dissonance theory and Homan',s exchange theory are 
two of the earliest theories of this group. The Iarmer theory posits that a 
person will make a choice between two mutually exclusive alternatives and 
hence reduce the dissonance involved. After the decision is ma~c, the 
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person will try not to think about whether it is right decision or not. The 
exchange theory puts emphasis on people's pcrceptio.n about the exchange 
orn::wards in the inh:raction with a group. 
Adams ( 1965) then built on these two theories and developed his equity 
theory which assumes that people have a strong need to maintain a halance 
between what they perceive as their inputs and their rewards. If a person 
perceives an inequity between what he contributes and what he receives, a 
tension will develop and he will be motivated by the need to reduce or 
eliminate the tension. Thus, if a person believes that he is treated in an 
inequitable way, he will probably react by reducing his c!Tort in a particular 
piece of work. 
2.6.4 Motivation and Commitment of the Sample 
Closely related to teachers' motivation to part-time English language 
teaching is their commitment to PCE. Having been motivated to PCE, arc 
teachers prepared to commit themselves to part-lime PCE English language 
teaching as a long-term career? Concerning part-time teachers' commitment 
to PCE, there have been conflicting views in the literature. 
As Knox (1989) has noted, one of the major problems with the part-time 
teaching staff in PCE is that part-time teachers of adults are less committed 
and the proportion of their time that is committed to PCE is a minor part of 
their working hours. Most of them are protcssionals in another tield in 
which they have been trained and have practised. 1bese teachers usually 
demonstrate an allegiance, not to the PCE institution, but to the subject that 
they are teaching (Jarvis, 1983). As a result, these part-time teachers 
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usually bring along with them a wide range of professional/vocational 
identities and perspectives and may have a background in a fOrm or 
professional socialization and syste•n of values not necessarily congruent 
with those ot'PCE (Tipton, 1986). 
However. Mcc and Wiltshire ( 1988) hold a different view on the 
commitment of part-time teachers. Part-time teachers may feel another kind 
of commitment in that they may be doing the job in their leisure time 
because they like doing it, rather than simply for the financial reward. Also, 
they may to some extent be a volunteer and this voluntary clement may 
sometimes give their work a terrific zest and quality. Such conflicting views 
have triggered the impetus to examine the problem of teachers' 
commitment to PCE English language teaching in Hong Kong and have 
resulted in the desire to undertake the research reported in this thesis. 
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2. 7 Conclusion 
This chapter on literature review is divided into six sections. Following the 
tirst section on introduction, the second section has drawn the readers' 
attention to both the general and local context of Pro1Cssional Continuing 
Education. The third section describes the Hong Kong language situation 
involving the review to find grounds fbr the problems in medium of 
instruction of TESOL backgrounds. 
In the tourth section, teachers' characteristics were highlighted with 
emphasis laid on qualities of effecive teaching and bilingual teachers. This 
is then loll owed by a specitic reference to the characteristics of the sample. 
The fifth section is a description of various theories of job satisfaction. A 
general description or overseas and local research on job satisfaction of 
teachers and TESOL was given in this section. Additionally, the job 
satisfaction ofTESOL was discussed. 
The sixth section ts a report on the theories on motivation which is 
categorised into content and process theories. The major objective of this 
chapter is to develop an understanding ofthe theoreti'cal construct !rom the 
previous theories of job satisfaction and motivation in order to identify the 
factors that could enhance the job satisfaction level of PCE teachers. In the 
next chapter, it is aimed to establish a conceptual framework based on the 
previous research with a view to appl:1ing the job satistaclion theories and 
motivation theories to the study. 
p.82 
a= J&iil lii r 21i!Ztil&L~ 
CHAPTER THREE: CONCEPTUAL FRAMEWORK 
3.1 Introduction 
Theory stimulates research and thinking. The chief function of theory is 
not to describe with finality how certain kinds of phenomena operate. 
but rather to provide a framework for observation and analysis. 
Research usually stems from a set of assumptions and organized 
thinking based on inferences from earlier research findings. It then 
proceeds to extrapolate and go beyond the accumulation of verifiable 
sensory-perceptual data and take into account inferences that may be 
reasonably drawn about the phenomena under consideration (Ryan & 
Harrison. 1995). 
Job satistb.ction can be regarded as an important power in retaining 
workforce in an organisation and hence the identitication of factors or 
ways which can bring about job satisfaction becomes the issue drawing 
most interest. However, the identification or development of such 
factors or ways are heavily dependent upon which concept or model is 
guiding the studies. To generalize some common features among them, 
Seashore (1975) cited that researches on job satisfaction bear a 
common assumption that the individual's experience of satisfaction and 
dissatisfaction defined the quality of his working life. This view was 
further extended by Lindon (1979, p.4) as follows: 
"(a) that the objective features of the working environment induce 
corresponding attitudes of satisfaction or dissatisfaction; 
(b) that this relationship is moderated by social and personal attributes 
that affect the individual's values, abilities, or expectations; and 
(c) that this relationship may well be tied to basic human needs." 
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These contentions illustrate that job satisfaction is actually a result of 
the interplay among the components of work environment, personal 
characteristics and human needs. 
This chapter brings out the brief review of the professional socialisation 
or teachers and measurement of' job satisfhction. Against this 
b:Jckground the present research is conducted to provide knowledge 
about job satisfaction as a dependent variable, together with other 
independent variables. In addition, the study also aims to contribute 
towards the theoretical framework by exploring the relationship 
between job satisfaction and personal characteristics. The application of 
motivation theories to the study is also discussed at the end or this 
chapter. 
3.2 Professional Socialisation of Teachers 
The process of part-time teacher entry into the profession has long been 
considered as a process of professional socialisation ( Tisher et a\. 1979: 
McArthur, 1980). It is the process by which teachers Jearn about. select and 
acquire the value~:. attitudes, interests, knowledge and skills of the teaching 
profession, and is not a simple one. During the process. teachers grow and 
develop under the iatluence of a complexity of personal, institutional and 
professional demands, socialising forces and competir.g pressures. 
Traditionally, part-time teachers are regarded as relatively passive entities 
who are likely to yield to the socializing forces, such as sanctioning 
colleagues, peers and pupils, surrounding them (Hoy, l969). Socialization 
is seen as a one-way process by which teachers undergo 'situational 
adjustment' and are passively shaped into the kind of persons demanded by 
the situation. However, this functionalist view ot' socialization has t:oiled to 
account for the variations in the outcome of the process and, as pointed out 
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by Tisher (1978), has undermined the creative lorccs or teachers and their 
potential in shaping the environment. Alternatively, socialization is 
increasingly argued as an interactive process. According to Lacey (1977), it 
is complex, interactive, negotiative and provisional. Part-time teachers may 
not always yield to the consiraints imposed upon them and in some cases 
can actually wrestle with and actively attempt to change the constraints or 
the environment. Tisher et al ( 1979) also notes that the process 
"involves a continual r-.::-shaping of teachers' perspectives and 
behaviours as the teachers confront various situations. Their 
values, attitudes, interests, skills and knowledge will be 
fashioned through the various encounters, but these will not 
necessarily be irrevocably set as they face up to the constant 
flow of choices occurring to them (p. 1-2)." 
Recently, Vonk and Schras (1987) distinguished the "Interactive 
Socialization Paradigm'\ and describe socialization as 
"a process of mutual int1uence, which can only be realized in 
the interaction between the teacher and the environment in 
which he/she functions professionally, as a result of these 
interactions both the teachers' professional behaviour and the 
environment will change (p. 97)." 
It is this latter "interactive socialization" perspective that is adopted by the 
present research. 
Under the interactive socialization perspective the experiences of pat1-timc 
teachers, such as their characteristics, the problems they encountered, job 
satisfaction, motivation and commitment towards teaching, can all be 
conceived as consequences of part-time teachers' interactions with the 
environment around them during the socialization process. In additiO'l, 
factors influencing these outcomes will therefore represent the socializing 
forces in operation, which should comprise both teachers themselves and 
the environment forces. Acquiring knowledge and understanding about 
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these interaction outcomes and socializing forces in the local context is very 
important tOr guiding policies and practices in organizing programmes in 
PCE in Hong Kong. l-Ienee, the present research is spedtically conducted 
to achieve this end. 
A survey research approach is used for gathering systematic information 
about the various interaction outcomes (experiences, needs and other major 
outcomes of the part-time teachers). The knowledge obtained is 
substantiated and extended by qualitative study of selected individuals 
through structured interviews. Apart tram extending understanding of the 
major survey tindings, the interviews also provide more detailed knowledge 
of the socializing factors in action. 
3.3 Measurement of Job Satisfaction 
Job satisfaction is one of the four critical determinants of an organization's 
human resources effectiveness (Robbins, 1993, p.47). Robbins (1993) also 
defines job satisfaction as an individual's general attitude towards one'sjob; 
the difference between the amount of rewards workers receive and the 
amount they believe they should receive. This detinition is clearly very 
broad. A teacher's job is more than just the obvious activities of teaching 
inside a classroom, marking students' assignments inside the staff room, or 
sharing a current social issue with students in a morning assembly. Jobs 
reqUJre interaction with co-workers and employers. following 
organizational rules and policies, meeting performance standards, living 
with working conditions that are often less than ideal, and the like. A study 
by the Wyatt Company's 1989 national Work America (Robbins, 1993) 
identified 12 dimensions of satisfaction: work organisation. working 
conditions, communications, job pertbrmanccs and performance review, coM 
workers, supervision, company management, pay, benefits, career 
development and training, job content and satistaction, and company image 
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and change (Robbins 1994, p.200). This means that an employee's 
assessment of how satisfied or dissatisticd he or she is with his or her job is 
a complex summation of a number of discrete job clements. How do we 
measure the concept? 
The two most widely used approaches are a single global rating and a 
summation score made up of a number of job facets. The single global 
rating method is nothing more than asking individuals to respond to one 
question, such as "All things considered, how satistied are you with your 
job?" Respondents might then reply by circling a number between one and 
five that corresponds with answer from "Highly Satisfied" to "Highly 
Dissatisfied." The other approach - a summation of job facets - IS more 
sophistk"ted. It identities key elements in a job and asks for the 
employee's feelings about each. Typical factors that would be included are 
the nature of the work, supervision, present pay, promotion opportunities, 
and relations with co-workers (Price & Mueller, 1982, p.223). These 
factors are rated on a standardized scale and then added up to create an 
overall job satisfaction score. Job Descriptive Index (JDI), Faces Scales 
and Minnesota Satisfaction Questionnaire (MSQ) are examples of job 
satisfaction measuring instruments. 
The Job Descriptive Index (JDI) is a questionnaire containing items 
describing a job. These items measure five facets regarding satisfaction 
with nature of the work, supervisor, pay, promotions, and co-workers. Each 
facet consists of different numbers of items ranging !rom nine to eighteen. 
Simple words or phrases are used. The respondents complete the 
questionnaire by marking 'Y', 'N' or'?' to each item;· When the respondent 
is satisfied with the item, 'Y' is marked. When the respondent is not 
satisfied with the item, 'N' is marked. When the respondent is sometimes 
satisfied and sometimes not with the item, '?' is marked. Scores of each 
item are summed to give an indication of job satistaction. JDI has been 
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widely used in assessing job satislaction by many organizations because of 
its careful construction (Vroom, 1964; Yeager 1981): The reliabilities and 
retest reliabilities of JDI are good (Ushasree, 1989; Schneider & Dachler, 
1978). 
The Minnesota Satisfaction Questionnaire (MSQ) is a questionnaire 
containing I 00 items describing a job. JDI measures five facets but MSQ 
measures twenty facets like creativity, independence, supervision-human 
relations and working conditions. That is, each facet contains five items. A 
live-point Likert scale is employed to describe the level of satisfaction of 
each respondent. A low rating on the scale means low satisfaction while a 
high rating implies high satisfaction. Since the MSQ contains more items 
than the JDI, MSQ takes more time to complete. 
Faces Scale is very different from the above two questionnaires. It 
measures global satislaction by presenting a series of six faces to a 
respondent, ranging !rom smiling to frowning, and asks !he respondent to 
choose the face that best expresses his job. Then a series of scale-
construction procedures are used to create equal scale intervals. 
Of fbe above three measuring instruments, the JDI has been more popular 
and dominant, However, many scholars or researchers (Robbins, 1994; 
Staw 1984) have stated that there is no one best measure of job satisfaction. 
Different measuring instruments measure di1Tercnt correlations between 
different lacets and different variables. The selection of a suitable 
questionnaire should be based on the locus and needs of the research or 
investigation. 
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3.3.1 Job Satisfaction as a Dependent Variable 
An extensive review of the literature by Robbins (1993) indicates that the 
most important factors conducive to job satisfaction arc mentally 
challenging work, equitable rewards, supportive working conditions, and 
supportive colleagues. Generalized findings from studies in these areas are 
discussed under the above headings in the next section. 
3.3.1.1 Mentally challengi"g work 
Employees tend to prefer jobs that give them opportunities to use their skills 
and abilities and offer a variety of tasks, !reed om and feedback on how well 
they are doing. Jobs that have too little challenge create boredom, but too 
much challenge creates frustration and feelings of failure. Under conditions 
of moderate challenge, m0sr employees will experience pleasure and 
satisfaction. 
3.3.1.2 Equitable rewards 
Employees expect pay systems and promotion policies that they perceive as 
being just, unambiguous, and in line with their expectations. When pay is 
seen as fair in terms of job demands, individual skill level, and community 
pay standards, satisfaction is likely to result. Promotions provide 
opportunities for personal growth, more responsibilities and increased sociai 
status. Individuals who perceive that promotion decisions are made in a fair 
and just manner, therefore, are more likely to experience satisfaction !rom 
their jobs. 
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3.3.1.3 Supportive working conditions 
Employees are concerned with their work environment for both personal 
comfort and facilitating doing a good job. Studies (Chan, 1992; Koslowsky, 
1991) demonstrate that employees prefer physical surroundings that are not 
dangerous or uncomfortable. 
3.3.1.4 Supportive colleagues 
People get more out of work than merely money or tangible achievements. 
For most employees, work also fills the need for social interaction. Not 
surprisingly, having friendly and supportive co-workers leads to increased 
job satisfaction. 
3.3.2 Job Satisfaction as an Independent Variable 
Employers' inte~~st in job satisfaction tends to centre on its effect on 
employee performance. Research has recognized this interest and, therefore, 
a large number of studies have been designed to assess the impact of job 
satisfaction on employee productivity, absenteeism, and turnover (Robbins, 
1993; Staw, 1984). These studies are discussed in the following section. 
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3.3.2.1 Satisfaction and productivity 
A number of reviews were done in the 1950s and 1960s, covering dozens of 
studies, that sought to establish the relationship between satisfaction and 
productivity (Herzberg, Mausner. Peterson & Capwell, 1957; Vroom, 1964). 
The early views on the satisfaction-pcrfonnance relationship can be 
essentially summarized in the statement "a happy worker is a productive 
worker." But belief in the happy worker thesis wa' based more on wishlul 
thinking than hard evidence. A careful review of the research indicates that 
if there is a positive relationship between satisfaction and productivity. the 
correlation is consistently low- in the vicinity of 0.14 (Robbins, 1993). 
However, introduction of moderating variables has improved the 
relationship (Herman, 1973 ). 
3.3.2.2 Satisfaction and absenteeism 
There appears to be a consistent negative relationship between satisfaction 
and absenteeism, but the correlation is moderate - usually less than 0.4 
(Hackett, 1988). While it certainly makes sense that dissatistied teachers are 
more likely to absent themselves from teaching, other factors have an 
impact on the relationship and reduce the correlation coefficient . 
3.3.2.3 Satisfaction and turnover 
Satisfaction is also negatively related to turnover, but the correlation is 
stronger than that found for absenteeism. Yet again, other factors such as 
labour market conditions, expectations about alternative job opportunities, 
and length of ~enure with the institution are important constraints on the 
actual decision to leave one's current job (Carsten & Spector, 1987). 
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3.3.3 Job Satisfaction and Personal Characteristics 
There is sizeable amount or research that has specifically analyzed the 
relationship between job satisfaction and personal Characteristics such as 
age, gender, marital status, number of dependents, education, occupational 
level and length of tenure. 
3.3.3.1 Age 
The relationship between job satisfaction and age is mixed. Most studies 
indicate a positive association between age and satistUction, at least up to 
age sixty (Robbins, 1993 ). Other studies, however, had found a U-shaped 
relationship (Kacmar & ferris, 1989: Zeitz, 1990). Several explanations 
could clear up these results, the most plausible being that these studies are 
inter-mixing professional and non-professional employees. When the two 
types are separated, satisfaction tends to contimially increase among 
professionals as they age, whereas it falls among non-professionals during 
middle age and then rises again in the later year. 
3.3.3.2 Gender 
Research on the relationship between job satisfaction and gender have 
yielded inconsistent tindings. Some studies have found temales to have 
higher job satisfaction, whereas others have rJtmd males to have higher job 
satisfaction and others have found no differences (Eagly & Carli. 1981 ). 
3.3.3.3 Marital status 
A consistent tinding from the research is that married employees have fewer 
absences, undergo less turnover and are more satisticd with their jobs than 
unmarried co-workers (Watson, 1981). 
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3.3.3.4 ~umber of dependents 
There is some evidence to show that a positive relationship exits between 
number of dependents and job satisfaction (Porter & Steers, 1973 ). fn 
contrast. however, other ~tudies relating number of dependents and turnover 
have produced a mixed bag of results (Gechman & Wiener, 1975). 
3.3.3.5 Occupational Level 
Studies show that occupational level is positively related with job 
satisfaction (Weaver, 1980). Higher occupational levels have better pay, 
greater autonomy and sense of achievement. People in professional 
occupations may have substantially higher satisfaction than do labourers. 
3.3.3.6 Length of tenure 
Studies consistently demonstrate seniority to be negatively related to 
absenteeism (Nicholson, Brown & Chadwick-Jones, 1977). Tenure is also a 
potent variable in explaining turnover. "Tenure has consistently been found 
to be negatively related to turnover and has been suggested as one of the 
single best predictors ofturnover (Robbins, 1993, p.97)." 
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3.4 Application of Motivation Theories to the Study 
An understanding of the theoretical constructs of motivation helps to 
identify the !actors that motivate teachers in PCE, which is one of the main 
objectives of this study. Various schools of thought and theories on human 
motivation in the work place have been put forward by numerous 
researchers over the past decades, however, a!' mentiorw.d in the previous 
section, not all theories will be applicable to this study. In the course of 
analysis it was found that Vroom's expectancy theory of motivation bears 
particular signilicance in analyzing the problems of the study, while the 
human relations school offers background information tbr understanding 
the importance of the human factor in an organization. 
The expectancy theory indicates, for instance, that the expectations of PCE 
teachers with regard to pay and promotion prospects are likely to have an 
important impact on their motivation. By drawing upon the expectancy 
theory of motivation, it should be possible to discover what particular 
outcomes and rewards are valued by the teachers, and whether the present 
staff development scheme helps to achieve such valued outcomes and 
rewards. 
The human relations school emphasizes human needs which not only 
means material rewards but also other factors like encouragement and 
opportunities for growth that will also be valued by PCE teachers as 
motivating factors. They are also connected to extrinsic rewards like better 
pay and promotion opportunities. This is in accordance with the complexity 
of human motives hinging upon values attached to both intrinsic and 
extrinsic recompense as portrayed in Maslow's hierarchy of needs theory 
and in Vroom's expectancy mode. In a study of motivation of the 
Government Labour Ollicer grade, it was found that promotion 
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opportunities are chief sources of both satisfaction and dissatisfaction (Chan, 
1983). 
At the present moment, there is still no one best theory to explain job 
satisfaction and motivation, nor is there any single theory that is universally 
applicable to all teaching situations. This is largely attributed to the fact that 
motivation is very much dependent on individual and environmental 
variables, which are different for individual persons or organizations. 
Therefore, apart from drawing upon the theoretical constructs of teachers' 
motivation, the aspects of human needs, expectations and values which arc 
different from one person to another will also be carefully taken into 
account in this study. 
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3.5 Conclusion 
This chapter revtews the conceptual tramework on teachers and job 
satisfaction relevant to the present study. The first section focuses on the 
professional socialization of teachers revealing the "'interactive 
socialization" perspective which provides the tfamcwork for this research to 
understand the interaction outcomes and socializing forces of Professional 
and Continuing Education in Hong Kong. The survey approach is employed 
to explore the various interaction outcomes such as experience and needs of 
teachers. 
The second section focuses on the measurement of job satisfaction. It has 
highlighted the reasons why the Job Descriptive Index (JDl) was chosen 
instead of the Minnesota Satisfaction Questionnaire (MSQ) and Faces Scale 
as the instrument for the present research. 
Human beings are srrange creatures. It is very ditlicult to explain the 
behaviour and the reaction of human beings. What are the substances that 
cause the same person to respond differently to the same stimulus?. This 
question has led to the discussion of the next two sections regarding job 
satisfaction as both a dependent and independent variable. 
Robbins (1993) concludes the most important dependent variables are 
mentally changing work, equitable rewards, supportive working conditions, 
and supportive colleagues. On the other hand, independent variables 
including productivity, absenteeism, and turnover are also discussed. 
Finally, tl1c last section examines the relationship between job sa•;staction 
and such personal characteristics as age, gender. marital status. number of 
dependents, education, occupational level and length of tenure. All of the 
ideas in this chapter serve as a very useful framework in guiding instrument 
design, especially the questionnaire used in the present study. 
p.96 
,. 
CHAPTER FOUR: HESEARCH METHODS AND PROCEDURES 
4.1 Introduction 
The purpose of this chapter is to describe the research methods and the 
techniques of data collection and analysis used in this study. The rationale 
behind the choice of subjects, the research methods and the construction of 
the instruments are discussed. The chapter consists of three main parts, the 
tirst describes the target population and then justifies the choice of research 
methods, the second explains the research design and instrumentation in detail 
and the third describes the procedures in conducting the study. 
As revealed in the literature review, there are many different factors affecting 
job satisfaction and the controversial findings among previous research can 
sometimes be attributed to the different research methods employed. 
Verhaegen (1979) comments that "progress in this field will depend on 
longitudinal studies, in which people are questioned over years on their 
concrete, changing, job-connected values, and the aspects of their work to 
which they attribute their satisfaction or dissatisfaction." However. 
longitudinal studies can take years to complete. Within the time line specified 
for this doctoral research, an extended longitudinal study was not possible. 
Rather, quantitative and qualitative methods were employed to collect a 
"snapshot" at a particular point in time. If required, l\uther snapshots could be 
taken on future occasions for comparative purposes and thus a longitudinal 
study could be completeJ. Such a study, however, is outside the scope of the 
current research. The quantitative part of this study is a cross-sectional survey 
which collects data from the sample at a particular point of time. It aims to 
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produce a general picture of certain aspect of' the issue regardless of the 
variability of personal factors. For the qualitative part, from the guided semi-
structured interview, the researcher will obtain relev::~.nt information which 
will be used to generate data to help explain the lindings in the quantitative 
survey . 
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4.2 Population and Sample 
The PCE departments in a total nf SIX institutions with uivcrsiJi,;u 
characteristics. namely. Houg Kong University (HKU), Hong Kong Chinese 
University (IIKCU). Hong Kong Baptist IJnivcrsity (IIKBU). !long Kong 
Polytechnic University (HKPU), City University of I· long Kong (CUHK) ant! 
Hong Kong Institute of Vocational Education (HKJVE), were involved in the 
present study. The institutions were categorized a~cording to their histories. 
sizes, types of courses. number of classes and types of financial support. The 
categorization showed that the sampled institutions arc representative of the 
population of all PCE institutions in Hong Kong. Before a representative 
sample of teachers could be drawn to form the basis of this research, it was 
important to define the population of this study so as to delimit who would or 
would oat be included. 
One of the major problems with PCE teaching lies in the fact that it is difficult 
to draw parameters around this occupational group and delimit who are 
English language teachers of adults (Jarvis, 1985). Therefore, it is not 
possible to tell how many people are actually employed in part-time English 
teaching in Professional and Continuing Education in Hong Kong. To work 
down from the entire population of part-time English-language teachers in 
PCE in Hong Kong is difficult, but not impossible. As a result, the 
researcher has employed a sample representing the real population of part-
time teachers employed in English language teaching in nearly all PCE 
institutions in Hong Kong. This group of teachers was drawn from those 
presently employed to teach part-time in the evening and week-end 
programmes at Hong Kong University (HKU), Hong Kong Chinese 
University (HKCU), Hong Kong Baptist Universi'.:' (HKBU), Hong Kong 
Polytechnic University (HKPU), City University of Hong Kong (CUHK) and 
Hong Kong Institute of Vocational Education (HKIVE). Like other PCE 
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institutions in the world, these inst,tutions rely heavily on the 'reserve army or 
labour' provided by a group or P· Lrt-time teachers. 
The institutions employ a large number of English language teachers each 
year to teach students enrolling in the evening programmes in a part-time 
capacity. There arc approximately 800 part-time teachers of' English language 
courses on the payroll recruited to teach evening classes otTcrcd tOr two 
terms. These classes cover a wide spectrum of students· interest and needs. 
Part-time teachers from all six institutions teach English language at a wide 
variety of levels, which span secondary school to business communication as 
well as post-graduate level. To ensure maximum representativeness of the 
sample, English language teachers teaching different levels at six local PCE 
institutions were included in the study in order to give a more accurate picture 
of the real situation in Hong Kong. 
The sample was taken from the teachers who were employed to teach part-
time classes of English Language during the autumn term of 1997, as well as 
spring term of 1998. To obtain a sample representation of teachers employed 
in fhe courses, course leaders were requested to help by providing a list of 
those teachers under their charge who met the criteria for selection. In the 
population, English language teachers could be simply categorized into 
teachers of general English and non-general English courses. 
Two general guidelines were provided. First, fhe teachers selected to be 
induded in the research should teach English language. This is because the 
research was to examine fhe characteristics and job satisfaction of teachers of 
English to speakers of other languages (TESOL). 
Second, teachers selected to make up the sample should have taught in the 
English language courses for at least two terms, not necessarily in 
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consecutive periods. There are two different types of population, the novice or 
beginning teachers and 'experienced, teachers. This study did not wish to 
include those tt!achcrs who are very new to part-time teaching, whose 
problems and concerns might not be congruent with those teachers who have 
been in PCE for a lengthier period of time. That meant that the research 
focused mainly on the characteristics and job satisfaction of 'experienced' 
teachers who would like to devote themselves to PCE teaching. The criterion 
of two terms was set because it is assumed that teachers who have been in the 
job for two terms (that is, for an accumulative period of6 to 8 months) should 
be able to draw some insights about their attitude to their work. 
Sample size was largely determined by the approach and the need to 
effectively manage the data collection and analysis process. The employment 
of part-time teachers is not usually done on a continuous basis, but on a tem1 
basis which may result in a disruption of continuous service of teachers with 
PCE institutions. 
As a consequence of the two selection criteria, the total number of teachers 
selected to take part in the research was 802. As in the original population 
from which the sample was drawn, English language teachers were not 
distributed evenly in di±Ierent levels. The sample of 802 teachers could be 
categorized according to the different variables in order to show the frequency 
of distribution of demographic characteristics of PCE teachers in the sample. 
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4.3 The Rcsca.-ch Design 
4.3.1 Justification of Resea.-ch Methods 
A variety of research methods was dcscrihcd in the relevant literature. These 
methods can be classified into two dimensions: quantitative and qualitative 
approaches (Husen, 1988). The quantitative and qualitative approaches have 
strengths as well as wcal·_nesscs. The quantitative approach can be used in 
large-scale studies involving a large number of subjects. The results are of 
generalized power, but are often ovcrsimpliticd and show poor ecological 
validity. The qualitative approach can present a more realistic picture of 
reality and reveal more complexities, but it may be time-consuming and the 
results may not be generalizable (Keeves, 1992). 
Patton ( 1990) has identitied the major difference between the quantitative and 
qualitative research approaches. In his view, qualitative methods permit the 
evaluation to study selected issues in depth and detail. It allows the researcher 
to approach fieldwork without being constrained by the depth, op,,nness and 
detail of inquiry. Quantitative methods, on the other hand, require the use of 
standardized measures so that varying perspectives and experiences of people 
can be placed into a limited number of predetermined response categories. He 
further identified the advantages of a qmntitative approach in that it is 
possible to measure the reactions of a great many people to a limited set of 
questions, thus facilitating comparison and statistical aggregation of the data. 
This gives a broad, generalizable set of findings. By contrast, qualitative 
methods typically produce a wealth of detailed information about a much 
smaller number of people and cases. This increases understanding of the cases 
and situations studied but reduces generalizability. 
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Many researchers believe that support for one of those approaches does not 
automatically meim opposition to the others. Husen ( 1988) and Sherman 
( 1992) both have emphasized that the two approaches may not he alternatives. 
They should not be seen as mutually exclusive but, rather, as complementary 
to each other. The choice of research tactics should follow not from research 
doctrines, but discussions in each case as to the best available techniques; the 
problems define the methods used, not vice versa. Social scientists, in 
particular. have come to abandon the spurious choice between qualitative and 
quantitative data. They are concerned rather with that combination of both 
which makes use of the most valuable teatures of each (Cohen & Manion, 
1994). 
Recently, even more researchers have advocated the use of the two 
approaches together. Strauss and Corbin (1990) emphasize that the results 
obtained by the two approaches could present a better picture of the study 
investigated. Furthermore, for producing valid and reliable data, Patton ( 1990) 
encourages the use of multiple meth0ds in any research studies: 
"Studies that use only one method arc more vulnerable to 
errors linked to that particular method than studies that use 
multiple methods in which different types of data provide 
cross-data validity check" (p.\88). 
Cohen and Manion (1994) have described these two approaches in a 
complementary light and strongly suggest the use of triangulation in 
educational research. They defined triangulation as ''the use of two or more 
methods of data collection in the study of some aspect of human behaviour 
(Cohen and Manion, !994, p.269)." The use of multiple methods or multi-
method approaches contrasts with the ubiquitous but generally more 
vulnerable single-method approach. It seems that more and more researchers 
agree with tbe view that studies employing both quantitative and qualitative 
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approaches are more reliable and of higher validity in comparison with a 
single-method approach. In fact , many studies have already adopted the 
multi-methnd approach (Tsui, 1993). 
Obviously, the selection of research methods in any research study depends 
very much on the nature of the research questions. Moreover, hath 
quantitative and qualitative approaches could be used in the same study with a 
view to providing data uppropriate to answering the questions. Hence~ the 
research methods used in this study were chosen in order to best address the 
research questions identified in Chapter One. 
Since this was a study aimed at providing background knowledge about the 
characteristics and job satisfaction of part-time English language teachers in 
six local Professional and Continuing Education (PCE) progams and the 
effects of any naturalistic factors on the motivation anci commitment to part-
time teaching, no external treatment was applied and the crossectional survey 
design was adopted in studying the various groups of teachers in PCE 
institutions. 
In gaining answers to the research questions posed in tl1e introductory chapter, 
the teachers were studied using two methods. The first method was a survey 
of tlhe sample population. As surveys enable researchers to describe data 
relating to specific characteristics of a large group of persons, objects or 
institutions (Jaeger, 1988), this method provides useful descriptive data and 
statistics of those aspects of interest in this study. Questionnaires aimed at 
obtaining information relevant to the research questions,were constructed and 
employed in the survey. The second method has employed the semi-
structured interview (Welcott, 1988) with a view to providing in-depth 
understanding of the job satisfaction level ofPCE teachers in Hong Kong. 
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4.3.2 Assumptions of the Research 
With reference to the analysis of""Job Satisf~tction of Guidance Team Leaders in 
Secondary Schools of !long Kong" by Wong (1995), the f(JI!owing assumptions 
have been proved to be valid and defensible. Since the research being reportcJ 
was also based on the Hong Kong context. the following assumptions have also 
been made with respect to this study. 
1. It is assumed that the constructs of the questionnaire, with the change of some 
terms in the modified version of lob Description Index (JDl) developed by 
Wu & Watkins (1994) relevant to local school system, could be applied to 
the local situation; that is, the reliability and validity of instrument were not 
significantly lowered. 
2. It is assumed that the PCE English language teachers would have no 
problems in understanding the instructions and questions in the questionnaire 
which were set in English form, and hence, no translation was neces~ary m 
this study. 
3. It is ascumed that under the illlonymous questionnaire format, the respondents 
would give honost responses which will provide the researcher with their real 
feelings or opinions on the issue. under concern. 
4. It is assumed that those respondents willing to be interviewed would give 
sincere and honest responses during the course of the interview. It is also 
assumed that the interviewees would be accurate in recalling events and their 
thoughts over the years of their teaching experience. 
5. It is assumed that the researcher could make undistorted and accurate 
transcription of the dialogue in the interviews. 
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4.4 Instrumentation 
This research was divided into the quantitative part and the qualitative part. 
The quantitative part aimed to provide a surface picture representing the 
general condition of the population whereas the qualitative part aimed to 
study the dynamics of the change and interaction of various factors within the 
context. 
A quantitative method, the focus of which was on statistical analysis, was 
used in the study. This was achieved by turning the answers on the 
questionnaires into numerical data through various means of scoring in order 
to measure the relationships between the variables through cross-tabulations. 
Open-ended questions provided the opportunity to add alternatives not on the 
list. The interviews probed into some of the major aspects of part-time 
teachers' experiences to complement the information obtained through the 
questionnaires. 
In order to determine the suitability of the instruments and to identify aspects 
necessitating modifications, a pilot study was conducted using the same 
methods and procedures as those intended in the main study. The key 
differences between the pilot study and the main study were that a more 
restricted population was used and the final questionnaire and interview were 
not administered. 
Details of the instruments used, the conceptual basis of their design, and the 
pilot study are discussed in this chapter. 
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4.4.1 Quantitative Study 
This part of the study adopted a cross-sectional survey. It aimed at collecting 
data from all respondents in the sample at a particular point of time which 
reflected the existing condition of the population. Through the simple 
statistical analysis, relationships were established amongst specific parameters 
(Cohen & Manion, 1994). To gather information or data from a sample of 
considerable size, postal self-reported questionnaires are regarded as the most 
convenient and feasible way. Therefore, for this part of the research, an 
anonymous questionnoire was developed in order to seek the most genuine 
responses from the respondents. 
In the course of the development of the questionnaire, care was taken in the 
use of wordings and sequencing of questions in order to avoid ambiguity, 
imprecision, unrealistic assumptions, and the occurrence of leading and 
offensive questions. Refinements were also made after the pilot study and 
before the dissemination of the finalized questionnaire to the part-time PCE 
teachers. 
4.4.1.1 Design of the questionnaire 
The questionnaire was constructed according to the objectives of the 
quantitative part of the study. This part aimed at gathering information on the 
satisfaction level of the PCE teachers, their motivation towards different job 
tasks, the effect of change in amount of these job tasks on the satisfaction 
level and their sources of support. 
Although it is noted that "the more structured a question, the easier it will be 
to analyze" (Bell, 1993, p.76), various types of questions were included in the 
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questionnaire in order to serve different purposes. These included five of the 
seven question types as listed by Youngman (1986, p.48). 
I. Open-
2. List-
It can allow respondents to provide useful and important 
information in a non-directive way. 
Respondents can select the answer from a list of items under 
interest. 
3. Category - Respondents can choose from the categories the one which he 
4. Scale-
can fit into most. 
Ordinal scale is mostly used in this study which shows the level 
or strength of the response under study. 
5. Quantity- This response is a number representing the amount of certain 
characteristics . 
. In the preparation of questionnaires, a number of guidelines were observed 
(Owen & Jones, 1990, p.57): 
I. Questions should be short and simple. 
2. Each question should concentrate on one lhing at a time. 
3. Shnple language should be employed to ensure !hat everyone can 
understand !he questions . 
4. Emotive words leading to a particular answer should be avoided in drafting 
!he questions. 
5. Ensure !hat !he respondent has the required information to answer the 
questionnaire. 
6. The order of !he questions should be properly arranged. Easy and general 
questions should come first. 
7. The answers given are capable of being interpreted in one way only. The 
meaning of !he alternatives should be clear and distinct to the respondent. 
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The Job Descriptive Index (JDI) has been documented as the most frequently 
used instrument to measure job satisfaction (Yeager, 1981). It yields adequate 
consistency coefficients and high internal consi3tent reliabilities. It also shows 
fairly high test-retest reliability (Norvell, Bell & Hills, 1988). With respect to 
validity, the JDI has given consistently high estimates of convergent and 
discriminate validity (Johnson, Smith, & Tucker, 1982). JDI research also 
indicates good predictive validity for a number of job withdr~wal behaviours, 
such as absenteeism and turnover (Mitcheil, I 985). In practice, the instrument 
takes less than 20 minutes to complete (Kerr, I 985). 
The original questionnaire of JDI consists of five parts. Each part measures 
one particular area of job satisfaction of the respondents. The tive areas are 
Work, Pay, Promotion, Supervision and Co-workers. In general, JDI is a well 
constructed instrument with proven quality to measure job satisfaction. 
However, modifications can be made to allow for the general meaning of an 
item, cultural differences, technological advance and functional 
specialization. It seemed that a pilot survey would be profitable to determine 
how the mr could be modified to best fit the purposes of this present 
research. 
A local study of job satisfaction among teachers conducted by Wu (1996) 
showed that the modified JDI version was proven to have high coefficients 
of reliability and validity. Therefore, the present questionnaire was adopted 
from the modified format of the Job Descriptive Index developed by Wu and 
Watkins (1994), and permission for adopting the questionnaire in this study 
has been sought accordingly (Appendix 3). This format is superior to the 
original format in that it is shorter. This feature was most advantageous to 
researchers who, on the one hand, intended to investigate several parameters 
at the same thne and, on the other hand, wanted to keep the questionnaire 
reasonably short. 
p.I09 
I 
.. 
4.4.1.2 ~tructure of the questiO!JIIa_i..:e 
The questionnare (Appendix 2) consists of seven sections. Section I was 
designed to collect the demographic information of the respondents, which 
included age, sex, marital status, length of experience and level of teaching. 
Section li referred to the relationship between intention to make changes and 
job satisfaction. Section lil to Vll included items which were modified 
versions by Wu and Watkins (1994) and the purpose was to measure job 
satisfaction in five specific areas - Part-time teaching job, Part-time teaching 
pay, Promotion/transfer to full-time post, Supervision, and Colleagues. 
4.4.1.2.1 Section 1 : Personal and institutional data 
The objective of Section I was to gather background information about the 
respondents. It consists of 12 questions. Questions I to 7 belong to the list 
question type, asking for sex, age, marital status, education with major 
subject studied, teacher training, institution at which the respondent was 
employed. Questions 8 to 12 belonged to the quantity question type, asking 
for the number of institutions at which the respondent taught, nature and 
level of major and minor courses taught, hours of teaching per week and part-
time tea.:hing experience . 
These questions were included because it was considered that they would 
have some relationships with job satisfaction. The structuring in this way 
allowed more flexible and feasible data categorization via computer after the 
initial scanning of data. These data were treated as important variables 
because prior research findings suggested that they were highly related to job 
satisfaction (Ushasree, 1989; Robbins, 1993). The analysis of these data 
helped to develop a better understanding of the characteristics and distribution 
of the sample and the groups. 
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4.4.1.2.2 Section II :Intention t~~lll_ll.~e_c~IJilll~ 
There were two parts in Section II. In Part A of this section, respondents were 
asked to answer three questions. Their answers reflected the levels of 
intention to make changes in the following three areas: to teach another major 
subject, to teach another minor subject, and to switch to another profession. A 
five-point Likert scale was employed for these three questions. In Part B of 
this section, the respondents had to answer three open-ended questions only if 
they indicated that they intended to make any changes in any one of the 
above three areas. The purpose of this section was to find out the relationship 
between job satisfaction and intention to make changes. In Part C, the 
respondents were asked to answer two open-ended questions regarding the 
factors which bother them when teaching in their major subject area and 
suggestions they had to improve job satisfaction. 
4.4.1.2.3 Section III-VII : Measuring job satisfaction 
This section of the questionnaire consisted of five separate scales: Part-time 
teaching job, Part-time teaching pay, Promotion/transfer to full-time post, 
Supervision, and Colleagues. There were 18 items for each scale of Part-time 
teaching job, Supervision and Colleagues and I 0 items for scales of Part-time 
teaching pay and Promotion/transfer to full-time post. Each scale contained 
three parts. Part A was a list of adjectives or short phrases in which there were 
a mix of potentially positive or negative statements such as 'income adequate 
for normal expenses' and 'barely live on income'. Respondents wrote 'Y' 
(for yes) if the adjective was descriptive of the work, 'N' (for no) if it was not, 
and '?' if sometimes yes, sometimes no. Scores of Part A were calculated as 
equivalent to a 3-point Likert scale, the higher the score the greater the 
satisfaction. A score of3 was given to 'Yes', 2 to 'sometimes yes, sometimes 
no', and 1 to 'No'. 
p. 111 
I 
,. 
Scores ranged !rom 0 to 54. Table 3 shows the statements of positive and 
negative feelings towards job. 
:. :~egati~.efeelfug .•.:••·. ( · ... Positive• fe.eling 
. . . .  . ...... : ·. . . __ ,- ' -- . ' ' -,- " -
Routine Important, Satisfying 
Boring Interesting, Professional 
Stressful Respected, Pleasant 
Tiresome Useful (to society), 
Challenging I 
Too much to do On your feet (autonomy) 
Frustration Simple 
Endless (workload) Sense of achievement 
Maximum scores of 54 (minimum 0) were possible for scale of Supervision 
and Colleagoes, while the maximum scores for scale of Part-time teaching 
pay and Promotion/Transfer to full-time post were 30 (minimum 0). Results 
from other research (Hanisch, 1992) confirmed that the '?' option should be 
scored as a more negative than positive response for the overall scale. If four 
or more items on an eighteen-item scale or three or more items on a ten-item 
scale were omitted, the entire scale was omitted and not scored. Otherwise, 
those item responses left blank were scored as one point. 
Part B was an overall measure of satisfaction with a particular facet. A single 
question with three options, agree/disagree/neither agree nor disagree, was 
used to obtain a general measure about overall feelings about that job facet. 
Scoring of that single question was simply equivalent to a 3-point Likert 
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scale, with higher score implying greater satisfaction. A score of2 was given 
to 'Agree', I to 'Neither agree nor disagree', and 0 to 'Disagree'. That part 
served to complement Part A in several aspects: 
I. Research developed by Scarpello & Campbell (1983), lronson, Smith, 
Brannick, Gibson, & Paul (1989), have shown that global measures and 
facet measures were not equivalent. Useful measures of job satisfaction 
could be constructed that vary on the continuum from specific to general. 
That single question could be viewed as a "global measure of facet 
satisfaction". 
2. Items in Part A comprised an indirect type of measurement as they asked 
respondents to describe the work they did, which means that the 
respondents had a job-referent. However, the single question in Part B 
asked the respondents how satisfied they were with their job, which is a 
self-referent question. 
3. Part A and Part B could be treated as different methods for measuring the 
same trait. Thus, a built-in convergent and discriminant validity of the 
instrument could be constructed and assessed by means of a Multitrait-
Multimethod matrix (Johnson, Smith & Tucker, 1982). 
4. The question in Part B was used to assess the overall job satisfaction of 
the respondents. 
In order to minimize any possible attitudinal bias, the order of the items was 
carefully examined and a balance between positive and negative statements 
within each scale was maintained as much as possible. 
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4.4.1.2.4 Section VIII: Job satisfaction I dissatisfaction 
. - ---- - ' -- - -- --.- -
Question I is a question assessing the overall job satisfaction of the respondents. 
Although the modified IDI measures the job satisfaction over the five important 
facets of a job, the sum total of the live facet scores does not necessarily equal to 
the overall satisfaction because the factors affecting job satisfaction are not 
exhaustive. Thus, an inclusion of this question is necessary in this questionnaire. 
The respondents are asked to rate their response on a five-point Likert scale, and 
1 score is assigned to "much dissatisfied", 2 to "dissatisfied", 3 to "uncertain", 4 
to "satisfied" and 5 to "much satisfied". 
Questions 2 and 3 serve to test whether Hertzberg's two-factor theory holds such 
that satisfaction results from the gratification of satisfiers and dissatisfaction 
results from the non-gratification of dissatisfiers. The responses to these 
questions serve to test Hertzberg's theory that satisfaction and dissatisfaction are 
two separate dimensions, rather than two polar ends of a continuum. 
Question 4 asks the respondents to express the extent of their desire to quit the 
post of part-time English language teachers by rating their response on a five-
point Likert scale. 1 is scored for "very often", 2 for "often", 3 for "sometimes", 
4 for "rare" and 5 for "never". By correlating the score of question 1 with the 
score of question 4, we may find the relationship between job satisfaction and 
the intention to leave their part-time teaching position. 
Question 5 includes five strategies of adjustment that one can employ to lessen 
job dissatisfaction. The first one is the avoidance strategy, which cannot help to 
change the situation. The second and the third ones are described as "active 
strategy" which involves adjustment behaviour acting on the environment 
whereas ti.e fourth and fifth ones are termed "reactive strategy" which involves 
the adjustment behaviour of changing oneself. 
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By means of the active strategy, one may eventually attain needs and increase 
satisfaction. However, in reactive strategy, changing oneself by lowering one's 
expectation means the necessity of lowering needs to a lower level. Subjugating 
one's personality to the environment means sell:denial. ln Maslow's theory, 
both behaviors lead to regression in the hierarchy of needs and cannot bring 
about satisfaction. 
Question 6 is used to identify the general sources for support to part-time 
English language teachers and respondents were asked to select, at most, three 
sources of support. This ensured that they would really ponder over the 
questions by assigning priority to such choices. 
Table 4. Coding System of Questions in Section VIII 
: · ... ·.·.· v: l ... 
. · ·.:. ariali es. · 
' .:._ 
.-. ' i. 
. ,.,,. - .. 
. Coding· 
1' Number· 
If'.' 1 · • ' Highly dissatisfied 1 
.... · ••..•. '·'f-------,D"'i"'ss:-:a""ti'='sfi;;;t:-:ed"-----+-----;2;---i 
••••. ·.·· ' .. ·.• .• ·••·· .. •·•··••··• 1------.;:----.:7:"'-----+----,:;---l ~~[~G~J.'01----------u~n"ce"rt~ai~n---------+--~3~--i 
~;..: :.·.·.:· Satisfied 4 
p.llS 
Question 
Number 
, .. 
'-·., 
i· 
4 
.· 
5 
. ·.Variables 
Very often 
Coding 
Number 
Often 2 
~-----·--~~----------~--~~ Sometimes 3 
Rare 4 
Never 5 
Avoid thinking about the problems I 
Try to change the environment 2 
Seek help to solve the problems 3 
Lower your expectation on the job 4 
Change and adapt your personality to the job. 5 
None 6 
Others 7 
, . 6 Religion A 
' . . .. f--·--------,;-,------,----------i-----,----1 
{' :c , ·· ... ·. '• Friends B 
l'>c ., ·f-------,----,---------+--;o;-------l 
· Supervisors C !(< ''' •.···+-------,C""o_u_r-se-,-le-a""de_r_s------+----,D~--1 
••• . >. ,., --------=-,---~---------+--~--1 • .. · r Other colleagues E 
My family F 
Students G 
None H 
· .:·_f- -----o=th--e--rs------+---1.---~ 
For all items with one-digit code, the code for missing data is 9. 
· For all items with letter code, the code for missing data is x. 
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4.4.2 91Ja!i!ati\>(lStu1Jy 
Qualitative research is regarded as a learning process through which 
researchers can shape their understanding of reality through what has been 
perceived. Therefore, it is justified to have the researcher regarded as the 
important instrument in the course of observation, selection, co~ordination 
and interpretation (Husen, 1988). 
The methods and techniques employed in qualitative studies are diverse. In a 
broad sense, they include observation, interview and study of documents. 
Since this research was done on the perception and personal view of the PCE 
teachers, a study of documents i3 not appropriate. Though observation can 
provide useful infield pictures of the dynamics of the interaction between the 
informants and the environment in which they work, it is time consuming 
and the nature of this research made it impossible to use. As a result, 
interviewing was selected as the main method for this part of the study, as 
interviewing can allow the researcher to view and understand the reality from 
native perspectives. 
According to Brog (1990), random sampling is a powerful technique for 
selecting a sample that is representative of a large population. Using this 
technique, research data could be generalized to a large population within 
margins of error that could be determined statistically. Random sampling 
was also preferred because it permitted the researcher to apply inferential 
statistics to the data. Inferential statistics enabled the researcher to make 
inferences about population values (e.g. mean, standard deviation, 
correlation coefficient) on the basis of obtained sample values. 
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Following the collection of 264 questionnaires, a random sample of 30 part-
time English language teachers ( 11.4%) tram the returned questionnaires 
were selected for the interview. Nunnally ( 1989) has suggested that it is 
wise to select subjects randomly and that a sample must consist or a 
sutlicient number of subjects. Though more subjects means greater reliability, 
Rowntree (1981) agrees that 10% of the population is considered a 
reasonable random sampling percentage as the intention for this qualitative 
study was specifically to further explore an in-depth understanding of the 
experiences and development of part-time teachers who have ret 1Jrned the 
questionnaires. 
Therefore, the population for this qualitative study is defined as 264 part-
time English language teachers who have returned their questionnaires to the 
researcher. In order for it to be representative, each individual of the 
population has an equal chance of being chosen for the sample. To avoid bias, 
it is advised by Ferguson and Takane ( 1989) to employ a mechanical method 
of selecting a random sample. At the end of the questionnaire, respondents 
were asked to write down only their contact phone number. 
To draw a random sample, each respondent was assigned an identifying 
number ranging from 000 to 263 in the sequence. Forty numbers (15% of 
total population) would then be randomly selected using a table of random 
numbers (see Appendix 6). This table is consisted of digits so chosen that no 
systematic relation exists between any sequence of digits in the table, no 
matter of whether the table is read up, down, left, or right, or in any other 
way. That means the table may be entered arbitrarily in any way. In a 
nutshell, the resulting list of 30 teachers could be picked up as a random 
sample of the population frrym which it was drawn. 
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The interviews took the timn of semi-structured interviews in which the 
researcher asked a number of questions according to an interview schedule. 
All the appointments and interviews were made by phone. Interview is 
regarded as a useful tool to discover information because of its adaptability, 
and information not shown in the written responses can be revealed through 
the tone of voice, facial expression, hesitation and so on (Bell, 1993). 
Despite the fact that telephone interview makes the detection of facial 
expression impossible, it does have the advantages of saving time and money 
in traw:ling. Furthermore. it has the strength of reducing resistance to 
sensitive items such as marital status and pay (Oppenheim, 1992). ln view of 
the time limit, telephone interview was employed as a suitable alternative to 
face-to-face interviews. 
TI1e interviews were particularly useful in collecting data regarding the life 
of PCE teachers, how much they were satisfied with their job, their 
motivation and commitment towards teaching, the reasons for changes and 
factors affecting their development. The interview was guided by the 
following questions: 
1. What are the major problems you encountered in your job as a part-time 
teacher? Are there any troublesome matters? 
2. What sort of help would you prefer from your co-workers? 
3. What is your favourite job activity in PCE teaching? 
4. What can bring you job satisfaction? Why? 
5. How do you cope with dissatisfaction? Is the strategy effective? How does 
the strategy affect your job satisfaction? 
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6. Do you think your sex, marital status and age would have any positive or 
negative effect on your work? 
7. How satisfied are you with the job now? (also note reasons) 
8. What are your feelings towards PCE teaching in your school? Are there 
any discrepancies with your expectations before teaching? 
9. Under what circumstances would you think of changing the job of PCE 
teaching? 
10. Do you perceive that the absence of job satisfaction can lead to job 
dissatisfaction, or does there exist a neutral state? 
II. What kinds of support are the most important to your part-time teaching? 
Why? 
12. Do you have any other comments? 
The interviews were conducted by the researcher and the questions above 
served as a gnide which was used to limit the scope of the interviews . 
Therefore, a fixed interview schedule was used, rather than the more fluid 
structure. Each interview was planned to last for about 30 to 45 minutes. 
Field notes were taken instead of tape-recording which can impose a threat to 
the informants (Fetterman, 1989) and thus lead to a reduction in validity of 
responses. 
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4.4.3 Pilotingthe Study 
In order to ensure that the questionnaire was valid, such that it could really 
measure what it intended to measure, a pilot study was conducted. The first 
purpose of the pilot study was to minimize the ambiguity of the meaning of 
the questions, to optimize the kind and the number of relevant questions and 
to build up a proper sequence of questions which could foster a smooth flow 
uf answering without leading to biased responses. In addition, trial 
interviews were done to ensure that the sequencing of the questions would 
lead to a smooth rundown ofthe interview. 
Another purpose was to test the appropriateness of the format and use of 
words in the questionnaire (face validity) and to obtain comments on items 
included in the questionnaire, such as clarity, expressiveness and usefulness. 
A pilot survey which sampled all 48 PCE English language teachers and 8 
course leaders from one institution was conducted in early April of 1997. 
Hong Kong Institute of Vocational Education was chosen for the sake of 
convenience as the researcher has been teaching there since 1994. Each 
participant received an English version of a questionnaire, along with a 
covering letter explaining the purposes of the study. 
The questionnaire was first drafted based on the modified Job Descriptive 
Index (JDI) version by Wu and Watkins (1994), which can be seen in 
Appendix 4. Modifications were carefully made to retlect the teacher 
characteristics within the cultural context of the Hong Kong education 
system. 
The course leaders were invited to participate in the pilot study because they 
could provide invaluable comments about the appropriateness of the formats 
p.121 
,. 
and items in the scale of opportunities for transfer and supervision. In the 
formal survey, only PCE teachers were sampled. Besides, the course leaders, 
who had been working closely with part-time teachers of adults, might be 
able to understand teacher characteristics, job satisfaction, motivation and 
commitment and so could assume a perspective similar to those real teachers 
in the actual teaching context. Hence, their comments with respect to the 
types of questions being asked, the terminology employed and the 
appropriateness of the information being sought was used to help the 
researcher to re-thiuk deeply on its structure, logical development and ease 
of completion. 
The questionnaire of the pilot survey consisted of five separate scales: Work, 
Pay, Promotion, and Colleagues. There were 18 items for each of scale of 
Work, Supervision, and Colleagues while there were only 10 items for scale 
of Pay and Promotion. The traditional response format of yes/no/? was used. 
In addition, two supplementary questions were incorporated at the end of 
each scale to elicit respondents' opinions on the appropriateness of the items 
in that scale. For example, the questions in the Pay scale were: 
[I] (a) Do you think All the items in this section are appropriate and 
applicable to your teaching profession? Please answer 'Yes' or 'No'. 
(b) If'No', please suggest which item(s) you may like to exclude from 
the list. 
[2] Any item( s) you may want to add into the above list to give a better 
description of your present pay. 
When 39 respondents returned their questionnaire within six days, an 
individual telephone interview was arranged for 12 selected respondents 
(including 2 course leaders). In the telephone interview, each participant was 
asked to evaluate the instrument with regard to clarity, any ambiguous 
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questions which might appear, the order or the questions, the appropriateness 
of the infromation requested, and the suitability of the response tiJrmal. 
The instrument of the formal survey which was an amended version of the 
pilot instrument can be seen in Appendix 2. ll retained all the favourable 
features of the pilot instrument such as monolingual, five factors structure, 
and yes/no/?. The questionnaire was then fine-tuned on the basis of the 
comments collected from the pilot survey. 
After the questionnaires in the pilot survey were completed and returned, 
informal telephone interviews were conducted with each of the participants 
to obtain further feedback on the interview questions. Their responses were 
then subjected to statistical analyses to determine the validity and reliability 
of the items in the questionnaires. Consequently, the instrument underwent 
further revision in the light of this statistical analysis. As a result, greater 
confidence in the design of the questionnaire, its appropriateness, and the 
validity of the items included, was obtained. 
So far as the quantitative data from the questionnaire IS concerned, 
respondents in the pilot survey showed general approval for the five factors 
structure and yes/no/? format. Most items were considered to be appropriate 
in describing the jobs of teaching profession. Only few respondents (8%) 
advocated the usage of a bilingual questionnaire because it makes them feel 
more comfortable in answering. The instructions were clear enough for self-
administration. A few respondents (12%) argued that even 18 items may not 
be exhaustive list to describe their job under a scale such as Work. 
Regarding the qualitative data from the interview questions, pilot participants 
commented that the questions in the telephone interview were clear and 
could be followed without problems. Besides, it could cover the relevant 
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areas that the study intended to investigate. However, there were some 
pretCrablc alterations in the usc of words. In question two, 'co-workers' 
should be changed to 'colleagues'. In question eight, 'school' should be 
changed to 'PCE department'. Question ten needs more examples to 
illustrate the questions and the original 'can lead to' was recommended to be 
changed to 'is equivalent to'. 
Before the mailing of the questionnaires, some teachers and course leaders 
further requested the following modifications to the modified Job Descriptive 
Index in Appendix 4. In Section 1, there should be the swapping between the 
sequence ofltem 1 (Age) and Item 2 (Sex). In Item 7, 'school types' should 
be changed to a question 'Which institution(s) do you teach now?' Question 
8 to 12 as in Appendix 2 should be added to collect sufficient data for the 
number of institutions taught, teaching load and teaching experience. In 
Section III for Part-time Teaching Job, 'Major' and 'Minor' subject taught 
should be arranged in parallel form insead of using one column 'Work on 
Present Job'. Some suggested that a bigger heading should be added for 
Section m to V to facilitate the participants to read the questionnaire clearly. 
In Section V, 'Promotion/Transfer to Full-time Post' should replace 
'Promotion' only. Finally, Section II and VIII have been added to collect 
quantitative data to answer Research Questions 4 and 7 respectively. 
After the revision, the pilot respondents were requested to look over the 
revised questionnaires and telephone interview questions again. Finally, they 
felt that the revised edition was ready for use. 
p.l24 
•· 
4.5 Procedures in Conducting the Study 
4.5.1 Data Collection 
After the n:vls!on of the questionnaire, the covering letters (Appendix I) 
together with the questionnaire (Appendix 2) and a stamped self-addressed 
envelope, were sent out to a sample of 802 part-time teachers (TESOL) in 
PCE departments of a total of six institutions. In order to motivate, or lower 
the reluctance of the respondents to answering the questionnaire, the purpose 
and signiticancc of the research were especially stressed in the cover letter. 
The deadline of return was not specifically mentioned in the letter with a 
view to minimizing the respondent's feeling of being pressured to respond. 
Before distribution, the questionnaires were coded for the follow-up work 
required. In addition, on the envelopes which contained the questionnaires 
was written the code numbers of the courses taught by teachers selected to 
take part in the research. This was done because the questionnaires were 
distributed to respective teachers via the centre operational staff assuming 
duty at various evening or weekend teaching centres located at different 
places. In order to avoid technical problems that could occur during the 
distribution, each PCE centre operational staff was briefed about the 
importance of the study and their co-operation was solicited with respect to 
the distribution and receipt of the answered questionnaires. Staff on duty 
were requested to give out the questionnaire to the part-time teachers 
(TESOL) teaching the course specified by the code number written clearly 
on the envelope. It was anticipated that all part-time teachers ('fESOL) on 
the distribution list would receive their questionnaires when they came lor 
classes held at the different centres. The questionnaires were given out to 
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them. together with the student roster, which they took and rcturm:d li:Jr car.:h 
lesson tlu:y undertook. 
Completed questionnaires were returned in either of the ti.>llowing ways. 
Firstly. respondents could choose to seal the questionnaire in the stamped 
self-addressed onvclnpc provided and return it to the n·<carchcr via the 
counter statT on duty at the teaching centre. Secondly, they could return the 
questionnaire direct to the researcher by post in the stamped sei!Caddrcsscd 
envelope provided. This was designed to allow the respondents to complete 
the questionnaire and return it in the manner that they found most convenient. 
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4.5.2. Data Treatment 
J\ftcr the six-week collection period, the researcher counted the number of 
returned questionnaire to determine whether the response rate would be 
adequate enough to produce significant results and relationships that could 
be analyzed and evaluated as the basis tOr broader generalizations. 
The returned questionnaires were sorted, edited and coded fOr data tabulation 
and computer analysis. The teachers' Likert type responses were entered as 
raw data. The coding system was applied to both rhe quantitative and 
qualitative components. The coded results were then computed on the 
Statistical Package for the Social Science (SPSS) program in order to obtain 
the necessary computed infOrmation for analysis. Data of the useful 
questionnaires were entered into the computer via the sofuvare program 
Excel for Windows. After recording all the alphabet-type data into integer-
type data by the software Excel, the data were treated by another software 
package, SPSS for Windows, for further statistical analyses. 
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4.5.3. Data Analysis 
Data analysis lor the questionnaire locuseu upon the data within each of the 
six institutional contexts. All data of usefUl returned questionnaires were 
entered into a micro-computer via the Statistical Package for the Social 
Science (SPSS/PC+) Version 7.5 and were utilized lor further statistical 
analysis. The alpha level was established a priori at .05. 
Missing data were treated using the delimit option of the SPSS/PC+ program. 
In particular. missing data in each section were assigned a value of '9' and 
were excluded from any statistical analysis involving that item. In Part A of 
Section III to VII, if four or more items on an eighteen·item scale or three or 
more items on a ten-item scale were omitted, the entire scale was tn·ated as 
missing by assigning a value of '9' for all items and not scored. Otherwise, 
those item responses lctl blank were scored as one point. However, for the 
single question in Part B of Section II to VII and all questions in Section VIII, 
any missing value was assigned a value of'9' and was excluded !rom further 
statistical analyses. 
The following strategies were employed to analyze the data with a view to 
accomplishing the objective,; of this study: 
Objective 1: 
In order to establish the reliability and validity of the developed instrument, 
its internal consistency reliability was examined by computing Cronbach's 
Alpha for each scale in Part A, all items in Part A as a whole. and all 5 
questions in Part B as a whole. Convergent and discriminant validity was 
established through a multitrait-multimethod analysis (Watkins & Hattie, 
1981 ). 
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ObJective 2: 
In order to assess the job satisfaction of part-time English language teachers 
in Hong Kong Proti.:ssional and Continuing Education, tht: scale means, 
items means. standard deviations, frequencies and percentiles were computed 
to rctlect the absolute levels of satisfaction. Possible correlates or joh 
satisfaction were identified by calculating the correlation between the fhcets 
of job satislaction and the demographic variables. To test lor any group 
dillerences with respect to demographic variables, multivariate analysis of 
variance (ivfANOV A) was conducted. Univariate F ratios and group means 
were also computed to provide further information on group difierenccs. 
Objective 3: 
To determine if signiticant differences in job satisthction existed among 
selected social and demographic variables for teachers such as age, gender. 
marital status, and also to identity the relationships between job satistaction 
and variables such as qualitications, length of teaching experience and level 
of teaching, the following tests were used: 
A t-test was used to determine if significant differences existed between 
teachers of different age, gender, and marital status categories with respect to 
their level of satisfaction. 
A one-way ANOVA was used to determine if teachers involved with 
different levels of teaching differed in their level of job satisfaction. Means 
of different groups were compared to locate possible causes of low job 
satisfaction. 
Kendall's tau b correlation coefficient was used to determine the 
relationship between qualifications of teachers and their job satisthction. 
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Ob.jectivc 4: 
To determine if a significant explanatory model cxistcd tOr job satislhction 
as measured by the modified Job Descriptive Index Questionnaire and 
selected social and demOb'faphic variables, Multiple Regression Analysis 
with simultaneous entry or individual variables was used. 
Objective 5: 
To determine the relationship between intrinsic job satisfaction and the 
characteristics of the teachers, the Pearson Product Moment Correlation 
Coefticicnt was used. Possible correlates of job satisfaction were identified 
by calculating the correlations between different variables and the 
demographic variables. Correlations between job satisfaction and intention to 
change a job were also computed. 
Objective 6: 
To determine the relationship between extrinsic job satisfaction and the 
characteristics of the teachers, the Pearson Product Moment Correlation 
Coefficient was used. Possible correlates of job satisfaction were identified 
by calculating the correlations between different variables and the 
demographic variables. Correlations between job satisfaction and intention to 
change a job were also computed. 
Objective 7: 
To interpret the results of the interviews, data were analyzed qualitatively by 
inspection to provide answers to the various questions. First, the field notes 
recorded on the interview were revised and individualized matrices (master 
charts/summary tables of data) summarizing the relevant aspects of each 
teacher over time were prepared. In addition, the key features of each 
teacher's experience were collated and a case summary for each individual 
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written. In identifying the !~tclOrs affecting the job satisfaction of teachers, 
classification techniques wen; applied to the relevant interview data. In other 
worLls, the analysis involved a content analysis of the open-ended responses. 
This was accomplished by lirst determining categories and then, in a sceond 
step. sorting responses based on the groupings identified in the first step. 
The results of this analysis were reported in the f{)rm of frequencies and 
percentages of responses. Also. when applicable, the spccilic responses were 
used to provide richer descriptive narrative in the discussion of the lindings. 
Ob,jective 8: 
To determine the satisfaction and dissatisfaction factors, a careful study of 
answers to the open-ended questions was conducted by the researcher. 
Through the analysis. factors causing job dissatisfaction and ust:ful 
recommendations to improve job satisfaction were identified. 
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4.6 Conclusion 
The chapter desribes the design of the research, the methods and instruments 
adopted, and the procedures used in collecting and analyzing the data. 
The operational population under study was the population of part-time 
teachers of English language courses in six Hong Kong tertiary institutions 
with Professional and Continuing Education departments. The sample was 
taken from PCE teachers during the autumn term of 1997 and spring term of 
1998. They must have taught in the English language courses for at least two 
terms, not necessarily in consecutive periods. 
The quantitative part of this study is a cross-sectional survey which collects 
data from the sample at a particular period of time in order to produce a 
general picture of PCE English language teachers. The instrument was based 
on the modified Job Descriptive Index version by Wu and Watkins (1994), 
which is in Appendix 4. 
In-depth understanding of the sample was acquired through semi-structured 
interviews in which the researcher asked a number of questions to 30 
respondents according to an interview schedule on the phone. The 
justification of research methods, assumption, the description of the pilot 
study with details of the changes and the procedures in conducting the 
research have also been included. 
p.132 
I 
CHAPTER FIVE: RESULTS AND DISCUSSION 
' ··---· ·-·-- --- ----- . -~ 
5.1 Introduction 
This chapter of the study is presented in three sections. The first section is devoted 
to establishing the reliability and validity of the instrument. As the instrument in the 
study was a modified version of Job Descriptive Index and was specifically tailored 
to fit the cultural context of the Hong Kong education system, any changes in 
wordings to fit cultural and contextual characteristics mig:1t have some effects on the 
reliability and validity of the instrument. As a consequence, it was necessary to do 
tests on the reliability and validity of the instrument being used in this study. Thus, 
the work in this section was strictly essential to assure the reader that the data 
collected by the instrument were reliable and valid, and that analyses and 
interpretations in the subsequent sections were meaningful. 
The second section IS presented to provide quantitative data to answer those 
Research Questions listed in Chapter One. It aims at providing information about the 
job satisfaction of PCE teachers in this sample in relation to six facets: Intention of 
making change, Part-time teaching job, Part-time teaching pay, Promotionffransfer 
to full-time post, Supervision, and Colleagues. The mean score of each scale was 
calculated to reflect the absolute level of satisfaction for the sample as a whole. 
More detailed information was obtained by examining the individual item means. 
Then, the possible correlates of job satisfaction were identified from the correlation 
between the job facets and the demographic variables. This was followed by a 
multivariate analysis of variance to determine the main effects of demographic 
variables with respect to the facets of job satisfaction. Furthermore, univariate F 
ratios were computed for a tentative assessment of the individual contribution of the 
facets to those effects. Finally, group means were calculated to yield a better 
understanding of the group differences in job satisfaction. 
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In order to collect data for this study, supervisors of selected institutions we 
invited to participate in this project by encouraging their teachers to complete 
questionnaire. Before invitation letters to teachers were sent out, telephone ca: 
were made to perceive the general reactions of most supervisors. However, son 
supervisors were reluctant to co-operate because they believed that some teachc 
might perceive it as extra duty and be unwilling to fill in the questionnaire. Son 
teachers were busy preparing the test papers for assessments. Also, a scale such 
"supervision" in the questionnaire was seen as too sensitive. It was telt that sor 
teachers might suspeqt it as a means of "secret evaluation" if the questionnaire w 
administered through the institutions. Although every effort was made to reassu 
the supervisors that their institution's name would never be disclosed, some of the 
still chose not to cooperate. The unwillingness of these supervisors to particip' 
revealed some general problems existing in the professional and continui: 
education system of Hong Kong. 
In general, younger supervisors in newly founded PCE departments were more op 
to participation than those in the more established institutions. The attitude towar 
educational research was more positive. In order to evaluate the enormo 
development and change occurring in our PCE system, and to help improve c 
educational practices, educational research seems to be an indispensable means 
provide necessary information for policy making (Worthen & Sanders, 198 
Seventeen years ago the Education Commission Report Number One (ECR 
which was published in October 1984, correctly addressed the importance 
educational research in upgrading the quality of education we provide to both < 
new generation and adult learners. ECR I recommended a sustained research eff 
involving the local Education Department and the tertiary institutions, which shm 
be coordinated with policy planning. To ensure the success of the educatim 
research conducted at PCE institution level, officers responsible for adult educati 
in the Education Department should carry out programs to educate th< 
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conservative supervisors so that they will hold more open and positive attitudes 
towards educational research. 
Some supervisors expressed their unwillingness because they did not wish to "force11 
their staff to do so. Excuses such as the heavy workload of PCE teachers was of\en 
heard. This may indicate that tensions exist among supervisors, course leaders and 
teachers in some institutions. It is easy to understand that if the relations between 
the staff and the PCE departments are not good, any request for teachers to do 
additional work would probably not be received positively. 
However, the responses become more favourable when the researcher reiterated in 
both the phone calls and on the cover of the questionnaire that all participants 
involved were assured of complete confidentiality. Their names would never be used 
in any way, and final reports were to include only combined totals and general 
categories. It was strongly asserted that all information provided would only be used 
for academic purposes. Therefore, the majority of the supervisors responded 
positively and expressed interest in obtainine the feedback of the research findings 
in the form of a summary once the study was finished. Following the effort of 
clarification, the ratio between positive and negative responses was 78:22, implying 
that 78% of the supervisors were willing to co-operate whereas the remaining 
expressed their unwillingness to participate. 
The third section is presented to provide qualitative data to answer the Research 
Questions listed in Chapter One. All interviews were done with an interview guide 
so that the interview would not go beyond the designed scope. Interviewees were 
still allowed freedom, to a certain extent, to share issues with which they were 
mostly concerned. This kind of interview is especially appropriate when the 
interview is limited to a short time duration and conducted once only with each 
interviewee. The questions covered major aspects of PCE teachers' experience 
p.l35 
similar to those studied by the questionnaires. Due to the interactive nature of 
interviews, these open-ended questions could probe more deeply into the issues than 
the questionnaires. 
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5.2 Tests on the Instrument 
In view of the small number of questions (1 0-18 items for each of the 5 subscales) 
being tested, the half-split consistency was found to be not appropriate, and instead, 
the internal consistency reliability (Cronbach's Alpha) becomes a more preferable 
alternative. Internal consistency reliability (Cronbach's Alpha) was computed for 
each of five scales and all 7 4 items in Part A of Section Ill to VI! as a whole on a 
sample of 208 cases (Table 5). All were well above 0.5 minimum as suggested by 
Nunnally (1967). Except for Pay, all were above 0.70 and the reliability of74 items 
as a whole was 0.9517. Therefore, the adopted instrument is regarded as reasonably 
reliable. 
Table 5· Reliabilities of scales . 
. Sea!¢"· ... . · ·. ;yaJ.id Cases . • Cronbach'sAlpha Standardized Alpha 7" .... . · . ) ' . . 
Work 18 .8459 .8654 
Pay 10 .6657 .6458 
Promotion 10 .7654 .7874 
Supervision 18 .8199 .8192 
Colleagues 18 .8561 .8119 
All Items 74 .9517 .9986 
Note. A minimum of 204 valid cases. 
Corrected item-total correlation for each scale was also computed to examine the 
relationship between the individual items and the scales (Table 6). To make the 
appearance of the table more comprehensive, no individual ligures were presented. 
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Instead, the table only gave the number of items within the scale with corrected 
item-total correlations less than 0.1, 0.3, and 0.5 respectively. Table 6 shows that all 
corrected item-total correlations in Promotion scale were above 0.3. Forth~ Work 
scale, all correlations were below 0.5 (with one of them below 0.1 ). For the 
Supervision and the Colleagues scales, about 70% of the items (13 and 14 items 
respectively) had correlations above 0.5. 
Table 6: Corrected item-total correlations for five scales 
·Seale .. ·--· J~umbe.~:o£: .. ·Number'of .. · Items Within. .. the Scale: with ·· 
'' '~-- ' 
.. 
'' 
. .. • -··· 
--·. 
Iteilis 
. 
.. 
--: ;•' .. ,-. __ ~-:·-
· •Itein'total Correlation•{ less than . 
._'• 
· .. ;;-' .. 
.. 
. 
-.... _ . .. 
' ., . 
. - ·.-- ;. . :0;1 0.3 0:5 
.·. ·: ' 
.. . 
.. ,. 
.. · -
'. ' ' 
Work 18 3 6 9 
-Pay 10 2 3 II 
Promotion 10 0 0 9 
Supervision 18 I I 3 
Colleagues 18 I I 0 3 
Note. The corrected item-total correlation is the Pearson correlation coefficient 
between score on the item and sum of the scores on the remaining items within the 
same scale. 
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5.2.2 :OJ!criminal)t yalidity Test 
In order to investigate the discriminant validity of the instrument, correlation tests 
between the facet scores were done. The score of each individual facet was 
computed by dividing the sum oftbe 6 item scores within each facet (sub-scale) by 6. 
Then, correlations between the 5 facet scores can be computed by Statistical 
Package for the Social Science (SPSS/PC+) Version 7.5. The result in Table 7 
shows tbat tbe 5 tacets/sub-scales show only moderate inter-dependence (mean = 
0.3959, range = 0.2428-0.5415). This result is better than that in Gregson's study 
(1990) and is comparable to the traditional version (Leong & Vaux, 1992). 
Table 7: «;:orrelation between the 5 j~~- fac~ts 
Facets. 'Work ::. Pay .. · Pfinilotn 
. _, . . . 
.•. : •: _.,. . < .· . '• ' ,-, '· ·, . ... :--' .. •'• 
. . 
Work 1.0000 
Pay 0.2428* 1.0000 
Promotn 0.4898** 0.3177** 1.0000 
Supervis 0.4233** 0.3713** 0.4837** 
Colleagu 0.5415** 0.2626** 0.4544** 
Key: *for p<0.05; **for p<O.Ol (all in one-tailed test) 
Note: There are 204 valid cases. 
Supervis ·· 
·::.·-. 
1.0000 
0.3724** 
:Colleague 
1.0000 
In otber words, tbe results reported above show that tbe minor modifications of tbc 
multiple-choice format of JDI to suit local context only resulted in only a minor 
decrease in the internal consistency reliability. However, the discriminant validity 
remains quite tbe same as tbe original one. Therefore, this instrument was found to 
be applicable in this study and the moderate correlations among tbe facets, 
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especially between 'work', and others ('promotion', 'supervision' and 'colleague') 
in the job context of PCE teachers were turthcr explored through the discussion 
section. 
To sum up, the instrument used in this study was adapted especially to measure the 
major dimensions of job satisfaction in Hong Kong part-time English language 
teaching profession. When compared with other local studies in the similar subject 
of "Job satisfaction", (lp, 1985; Hui, 1984; Wong, 1988), the instrument developed 
for this research has the following merits: 
1. Most researchers have adopted, translated, and/or modified instruments that were 
not well known. As the reliability and validity of those instruments still require 
further reaffirmation, the generalizability of their findings is open to debate. In 
this study, as we have adapted a standardized instrument (JD!) with well 
established reliability and validity in all professions including teaching (Ushasree, 
1989), our findings may be generalized with confidence. lndeect,lit would be 
difficult to find other instruments which have shown evidence in psychometric 
equivalence of meanings of items and item responses. across six language 
versions (Hui, 1984 ). 
2. Most researchers do not make any attempt to assess the validity of their 
instruments, and they just take it for granted. However, validity cannot be 
guaranteed when instruments (even with enhanced validity in one language and in 
some professions) are translated to other languages and/or are applied to different 
professions. In this study, special care has been taken to assess the discriminant 
validity of the instrument. 
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5.3 Alls~ering _ _g~s~:lJ"Ch _ Qu~s_ti()ns__(Qullntitativc Data) 
In this section, the discussion is based on the quantitative data and the discussion 
is sequenced in the way the research questions have been listed in Chapter One. 
time courses in~_rofcssion_al a11<1 C:onliJ1UiJ1g_!':_ducation (P<:;,E) 
- .. 
in Hong _Kong? _!"'Jl· age, sex,__~backgroun_~s_, _ _t_ea_<:iJ_ing 
experience, teacher training, an~-I?~!:~.P~~j~~!IJ cat-=g~r~~)? 
Of the 802 questionuaires sent to the six institutions, 264 questionnaires were 
returned, representing a response rate of 33 %. After checking out the unusable 
and incomplete questiormaires, the actual number of questionnaires finally used 
in the study was 208, that is, 26 % of total questionnaires sent out. The returned 
rate obtained was a result of the effort and encouragement from course leaders. 
The distribution of the demographic characteristics is summarized in Table 8. 
Most of the teachers in the sample were in the 21-JO and 31-40 age groups. There 
were 45.2% male teachers, and 52.2% teachers who have been married. All 
teachers were graduates. Of the 208 teachers in the sample, 142(68.6%) have 
already received teacher training. Over 50% of teachers have taught in two 
institutions at the same time. Most of the teachers came from Hong Kong 
Institute of Vocational Education (I 8.8%) and most teachers taught in the English 
lor specific purpose courses for both major (27.1%) and minor courses (26.4%) 
taught. Some 4 7% of teachers reported that their leaching load was between 3 to 
6 hours; 29.5% of teachers reported that they have taught for 2-3 terms with 
18.5% reporting 4-6 terms. 
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Table 8: l)i~tri!Jllli()D()(dem(Jgraphic chara~:teristicsofthe sample 
I 
... , Variables Frequency :percentage· ' 
Male 94 45.2 
Female 114 54.8 
2~Age (iii group) 21-30 
1~3~1--~4~0--------4---~--~~~--~ 
58 27.9 
121 58.2 
41-50 
·. 51 60 
Over 61 
3·. Marital Status Single 
·.-:··,, 
: .,'•-· 
•"' 
... 
4. Educatfon ' 
•Major:81Jbjec( 
. ,·. ··. 
' 
Married 
Separated 
Divorced 
Widowed 
Graduate 
Non-graduate 
English related 
Non-English related 
17 8.2 
9 4.3 
3 1.4 
75 36.2 
108 52.2 
6 2.9 
10 4.8 
8 3.9 
208 100.0 
0 0.0 
67 32.2 
141 67.8 
6c'J1el!c)ler .·. :_ .. : ,lf-,-C-,o,.,lle;-g.,-e"o"'f,-E-.d, ..-+---=.-----+-=.,-----l 
) prai~iJi~ . .. Cert.Ed./Dip.Ed. 
38 18.4 
104 50.2 
.. < ... ,_ .. _._ .. ,._ .. 
In training 36 17.4 
' -. -... ,'_~·- ._ 
•-. '· . ;-o 
l;i/.. : .. :· .. ·.··.·•· .. . .lf---N-o""'~'-t"':-:-::-e-d __ -+----~--+--~,---+ 
·,·'.· '· ::,, .. - ''' -- . 
19 9.2 
10 4.8 
'· -·-· , .. -,. 
HKU 35 16.8 
HKCU 38 18.3 
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Valid N = 208 
Valid N = 208 
Valid N = 207 
Valid N = 208 
Valid N = 208 
Valid N = 207 
I . . 
SiNumberor 
9.1Ylajhr course 
taught 
• 
. 
· ·.·. ·• .. ·.·•···· ..• ~r~(Juency (zPercentage, .· •· 
1 95 45.7 
2 107 51.4 
3 5 2.4 
4 0.5 
5 0 0.0 
6 0 0.0 Valid N = 208 
Primary 13 6.3 
Secondary 18 8.7 
Matriculation 14 6.8 
Undergraduate 52 25.2 
Post~graduate 13 6.3 
English for specific 56 27.1 
purpose 
English teaching 22 10.7 
Others 18 8.7 Valid N = 206 
lO .. Mi'nor:course Primary II 6.3 
·taught 
. 
. 
-:··,· 
. 
"·' 
. 
..;, .. _- ... _- -.'.',, 
:. . . .· ' 
I-- ·, ~ _, ~ ' .' 
I• .-• •• 
I·'·· 
._. ' -; .. --· 
". . 
-· " - 4 ' 
· .. 
. ' ... 
Secondary 
Matriculation 
· Undergraduate 
Post-graduate 
English for specific 
purpose 
English teaching 
Others 
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15 
19 
41 
9 
46 
17 
16 
8.6 
10.9 
23.6 
5.2 
26.4 
9.8 
9.2 ValidN = 174 
Variables · 
. . ... ·. I 
: Freq.UCiicy; 
·.' 
. Percentage. 
n; Teaching. load Less than 3 hours 78 38.7 
3 to 6 hours 95 47.0 
7 • 12 hours 20 9.9 
13 to 20 hours 7 3.5 
More than 20 hours 2 1.0 Valid N = 202 
12. Teaching 1 term 0 0.0 
·expe'rieD.cc 2-3 terms 61 29.5 
(PCE) 4-6 terms 38 18.4 
7 -12 terms 23 11.1 
13 terms or above 85 41.1 Valid N- 207 
Table 9 shows the comparison of selected demographic characteristics between 
population and sample. Population characteristics were extracted from the 
Teacher Survey 1995 Statistics Section of the Education Department 
Table 9: C_(l_llljlarison of selected demographic characteristics between 
(IOpnlation and sam~ 
. . 11-· ..... 
···I Sample I Population I 
I 33.4% 34.3% 
Male 45.2% 48.9% 
54.8% 51.4% 
c['"e;lelillrTraiiiingr Trained 73.4% 68.6% 
~is:;v· .. ; · •··. · .._ •... _.········ ·. ··•··· Non-trained 26.6% 31.4% 
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Figures in Table 9 showed that teachers in the sample were younger, female 
dominant and better trained than the general population. However, the 
characteristics of the sample and the population were close in most areas. The 
differences in all the three aspects were less than 5% which was considered not 
too great to be accepted. Thcrclbre, it provides evidences to support the claim 
that a representative sample had been drawn in this study. 
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5.3.2 Qlles!ioll~' Wh~t_i~thcg_cncral overallsatisfaction level of the 
PCE E~tglish_l_l)nguage!eac_hcrsinlfongKong? 
The scores tbr the respondents could tirst be interpreted in terms of absolute level 
of satistaction within the study group. Balzer and Smith (1990) suggested that 
middle range score ·should be used as a "neutral point" in interpreting absolute 
scores for each scale. Any score well above "neutral point" indicated satisfaction 
while those below indicated dissatisfaction. Using this frame of reference, the 
mean scores of the respondents for each oftive facets and the overall satisfaction 
(summation offive facets) could be interpreted. 
As each scale consisted of different number of items (18 items for Work, Pay, 
Supervision; 10 items for Pay, Promotion), each scale had different middle nnge 
score and thus made comparisons across scales impossible. To solve the problem, 
all scale means, medians rrd standard deviations were weighted as follows: 
Weighted Mean~ Mean I Number of items 
Weighted Median= Median I Number of items 
Weighted Standard deviation= Jtandard deviation I Number of items 
After transformations, each scale mean and the mean of the overall satisfaction 
had a range of 0 to 3, with a middle range score of 1.5 . Therefore, a weighted 
score of 1.5 could be regarded as "neutral point", a weighted score well above 1.5 
indicated satisfaction, and a weighted score well below 1.5 indicated 
dissatisfaction. 
Table I 0 summarizes the results of the weighted scores for each of five scales. 
For the Work and Pay scales, the weighted mean scores lay in proximity to the 
"neutral point" score of 1.5. It showed that teachers in the sample were neither 
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satisfied nor dissatisfied with their work and pay. Moreover, they were also 
"neutral" with respect to their overall job satisfaction. A significantly low score 
of the weighted mean for the Promotion scale (Weighted Mean= 0.88) indicated 
that teachers in the sample were very dissatisfied with their opportunities for 
promotions. However, teachers in the sample were quite satisfied with their 
supervision (Weighted Mean= 1.74) and colleagues (Weighted Mean= 1.76). 
Table 10: Welghtcd l\lleans,_Mc!lians,al!d8_tl}ll<!ard De,viation 
f!!':_en_t~,re sam_p!e 
·scale Number Weighted 
ofltems Cases Mean Median S.D. 
Work* 18 208 1.42 1.42 0.53 
. 
Pay* 10 208 1.47 1.53 0.52 
-Promotion* 10 206 0.98 0.73 0.64 
.. 
-supervision# 18 207 1.75 1.82 0.73 
:Colleagues# 18 205 1.76 1.81 0.62 
All Items# 74 203 1.54 1.52 0.45 
Note.(!) Middle range score of 1.5 can be regarded as "neutral point". 
(2) # Scale with mean score above middle range score indicates 
satisfaction. 
(3) * Scale with mean score below middle range score indicates 
dissatisfaction. 
The degree of consensus among teachers in giving their responses to each scale 
could be examined from the weighted standard deviation. A relatively large 
dispersion of scores in Promotion, Supervision and Colleagues scales (S.D.=0.64, 
0.73, 0.62 respectively) indicated that there was relatively low agreement among 
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teachers in these three facets. Different sub-cultures exist with the same 
institutions in which most teachers were satisfied with their supervision and 
colleagues but some were not. 
With regard to dissatisfaction, teachers are strongly dissatisfied with their 
opportunities for promotion, and a similar finding has been reported by Wong in 
1990. It reveals the fact that teachers have been continuously dissatisfied with 
their opportunities for promotion/transfer to full-time post at least in these last 
few years. In particular, reasons for their dissatisfaction may include: "no regular 
promotions", "opportunities somewhat limited", and "no good opportunities for 
promotion". 
As most part-time English language teachers have noted, PCE departments of 
various institutions provide few opportunities for teachers to have a sense of 
professional growth and advancement in their careers. Although the turnover rate 
of teachers has been substantially high in recent years, only a few of them have 
successfully undertaken a transfer to full-time positions. As promotion to be 
course leaders is scarce, teachers may feel uncertain about the future and blocked 
in their careers. What is even worse is that promotion processes in some 
institutions are perceived by teachers as unfair, non-rational, and are not based on 
competence. If the supervisors remain indifferent to this facet of job satisfaction 
and do nothing, it will continue to be the main source of job dissatisfaction in the 
PCE teaching profession. 
PCE administrators will perhaps be happy to see from the results in this study 
that teachers are rather satisfied with their supervisors and course leaders. 
However, the opposite findings are observed in lp's (1985) study. In early 1980s, 
the organizational structures of most PCE departments were criticized as arbitrary, 
bureaucratic, and centralized. Teachers had no right to participate in decision 
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making, and they were required merely to follow rules laid down by the 
institution authorities. The feeling that teachers lacked authority over decisions 
or had less intluence over decisions than they should have might result in a sense 
of powerlessness and dissatisfaction (Galloway et a!, 1985; Hoy & Sousa, 1984 ). 
This sense of powerlessness and dissatisfaction might lead teachers to question 
their involvement in the organization and became apathetic. Such lack of 
interaction and communication among teachers and between teachers and 
supervisors could probably explain why teachers were dissatisfied with their 
supervisors and colleagues in Ip's (1985) study. 
From the mid 19QOs, PCE supervisors have been generally aware of the 
seriousness of the problem. More power has returned back to the hands of 
teachers who have been given more opportunity to take part in decision making. 
Professional activity is encouraged by the open-minded supervisors, and so 
teachers become more cohesive and supportive. In addition, counseling services 
provided to the new teachers by course leaders can establish a more friendly 
relationship among teachers. All these changes in the mid-1990s may contribute 
to the satisfaction of Supervision and Colleagues found in this study. 
Indeed, even a total of 18 items in Work scale cannot be inclusive enough to 
measure the very complex job nature of teaching. In the pilot study, a few 
respondents suggest that more items should be added to this scale. However, a 
questionnaire containing too many items may threaten the respondents in many 
ways. The fmal version of the questionnaire was kept as short as possible, while 
still allowing meaningful data to be collected. 
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To make a more quantitative assessment for the discriminant validity, and 
method bias, the ANOVA model recommended by Kavanagh eta!. (1971) can be 
used, though it is to0 complicated to include in this study . 
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5.3.3 Question}: What is ~he relat~o'!.~'!ie ~4'tvvee(Jj_o~ satisJ_action 
~vel and _'!_J_!IjoJi(J_I!IIor su_~j.,cts taugl_!tJ 
Since the mean scores of Major Subject Taught and Minor Subject Taught of Part 
A in Section Three of the questionnaire were calculated from 18 items. an 
exploration of individual item means might be fruitful to determine where the 
discrepancies came from and why such discrepancies existed. Table II and Table 
12 show the distribution of individual item means. Items with higher mean 
scores indicated that they had a positive correlation with job satisfaction. Items 
with lower mean scores indicated that they had a negative correlation with job 
dissatisfaction. The mean scores ranged from 0 to 3. 
Table li summarizes the individual item means of Major Subject Taught. There 
were five items with item means greater than 2 and four items with item means 
less than I. The three items with the highest individual item means were 
"important", "useful" and "sense of achievement" and their corresponding means 
were 2.9, 2.4 and 2.3. The three items with the lowest individual item means were 
"stressful", "endless" (workload), "stressful and tiresome" and their 
correspondingmeans were 0.7, 0.5 and 0.4 . 
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Table ll. IJ1di~id1J_a!_l_t~ll1_ Mf!ans ()f"l\1ajor_S_IJbJ':'ct_Tall1l~t 
•< ·-- " ••. _: ,' • ' '-
:·... " ·.' ' ' ' .. 1,, -~- . . . 
>Items .·--...... . 
' ...... · .... , . ······' 
·,' . :_ •' . .. .· . 
' ' ~- ' - ,, : - ~ ·-
,-_ ,. _ .. ',.';',:- ·-
·- .Freq1Jency . 
· · Means · . . Score () 
-·-· .. 
Scorel. 
... ·. . 
Score3 
. _ Importimt , 2.9 2 10 192 
Routine•,. · · 1.5 24 120 60 
.· -
82 -· . . Satisfying · .. 
. ·._ ., ,.. . . .· .. , 
1.8 8 114 
·' ··-··: ,:·- Boring 1.5 12 130 62 
1.3 18 142 44 
'·· ' · · 'l'rofessioilal 2.1 34 38 132 
Respected. 
. .. < •..•.. ·. 
1.5 28 106 70 
, __ · .. -·· .. . st~es~riir: ·· .·.-. · .. 
......• _ .. ··- ···-·•·.-_:c_·.·· 
0.7 106 78 20 
· . .. PI ... -.. t· .. _.. .. 
··-- ,, .. · , ·•' .. easan :_,. · .... _ · · 
:.~_,_._,_-·;' };., ·:· -·. '' ___ .. ,-._._,_., .. --, ';;., 
1.1 14 168 22 
2.4 10 46 148 
· ' · · Tiresome · 
:• . · .. ·· ·- ... ... : • .. : .. . · ... 
0.4 132 66 6 
0.8 10 I 70 33 
1.6 28 100 76 
', · ·· (i}llyourfeet (autonomy) '.,.-· 
:c.'' .... , • .. .. ' . . .. . .• . 
2.1 24 60 120 
1.7 16 110 78 
1.8 22 94 88 
0.5 142 46 16 
2.3 18 42 144 
Table 12 summarizes the individual means of Minor Subject Taught. There were 
six items with means greater than 2 and no item with means less than I. The three 
items with the highest individual item means were frustration, on your feet 
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(autonomy) and useful (to the society) and their correo:ponding means were 2.2, 
2.1 and 2.1. The three items with the lowest individual item means were simple, 
tiresome and endless (workload) and their corresponding means were 1.3, 1.3 and 
1.2. 
Table 12. Individual Item Means of Minor Subject Taught 
-------·------ ---·---------~------ -------- --·-··--- --
Frequency 
Items Means Scoreo· Score 1 Score 3 
-
Important 2.0 30 34 95 
. 
. 
·-. Routine- 2.0 26 52 81 
.. 
Satisfying. 1.9 26 68 65 
:-' 
Boring·· · .. 2.1 18 48 93 
. , _ · Interesting . 1.6 22 80 57 
' . ·:Professional 1.5 56 32 71 
1.6 38 54 67 
i'; >_-·._. ·······•···· Str~s~fui: ·. ·· 1.4 48 54 57 
1.5 16 94 49 
2.1 20 42 97 
1.3 46 66 47 
1.5 42 58 59 
~/ .:.. <ehaii~~gi~g • . 
.r. ".,_ . '·, .,, - . . . ---~ . . ·-· 
1.4 42 66 51 
2.1 26 30 103 
2.2 14 46 99 
- Simple ·· 
. •, -
_ .. -:.-:·::-.· .. -.. 
1.3 50 62 47 
1.2 72 36 51 
1.5 24 80 55 
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Table 13 summarizes the comparison of the averages of the three highest and the 
lowest individual item means of Major Subject and Minor Subject taught. It was 
found that the difference of the average of the highest three items and the lowest 
three items of Major Subject Taught and Minor Subject Taught were 2.0 and 0.8 
respectively. That means PCE teachers' job satisfaction was greatly influenced by 
their mean scores in Major Subject Taught. 
Table 13. Comparison of the aver:~ges of th_'O. 3 high~s_t_~_ll_d_the 3_lo~~st 
individual item means of_ M~jor and_}\1inorSu!Jject Ta~ht 
.. Areas (a) Average. of the (b) Averages ofthe Difference of (a) 
. 
. 
,,.-
highest 3 items lowest 3 items and (b) ' -:::-.,.,,- : ... •. 
' 
i· 
··.Major Subject 2.5 0.5 2.0 
-.,. 
2.1 1.3 0.8 
Although the interactions might exist among the independent variables, a model 
with two-way or higher order interactions was not examined because of the 
interpretability and the constraints of the data set. 
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5.3.4 Question 4: ~_h_a~_is_the relati_OI)_~Itip be!We~!_n j_ob_satis_faction 
andthl) inte11tion to_ mal_<.,_cha'!_ge'! 
Table 14 summanzes the absolute value of intention of making changes of the 
respondents in the second section of the questionnaire. There were 3 items and a 
tive-point Likert scale was employed. Scores for each item ranged from 0 to 4, 
therefore the neutral point was 2. Scores above 2 indicated the respondents 
'sometimes intend to make change'. Means of the four items were below 2 and this 
indicated that only a small portion of the respondents wanted to make changes. 
Nevertheless, when the number of scores greater than 2 was counted and 
transformed into percentage, percentage of scores greater than or equal to 2 of 
intention to make changes in the 3 areas were 24.9%, 39.2% and 47.5%. They were 
expressed as an intention to make changes in the areas of teaching another major 
subject, minor subject and changing present job respectively. The correlation of job 
satisfaction, major subject taught, major subject studied in English language of PCE 
and intention to change the present job will be discussed later . 
1.1 58 (39.2%) 
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Table 15 is the coding system for the demographic variables listed in Table 16. 
Table 15: }'he codin~(e_mfor the demogr'!Jl.hic_"_ariabl~s_J!sJ:ed in _T_a1Jle_16 
of teaching a major 
subject 
(b) Score of satisfaction 0 to 3 mean score of the 18 items 
of teaching a minor 
subject 
(c) All items 0 to 3 mean score of (b) and (c) 
(d) Scale of intention to 0 to 4 actual scale of one item 
teach another major 
subject 
(e) Seale of intention to 0 to 4 actual scale of one item 
teach anotller minor 
subject 
(I) Scale of intention to 0 to 4 actual scale of one item 
change the present 
job .· 
Table 16 shows an inter-correlation matrix among the following, (a) scores of 
satisfaction of major subject taught, (b) scores of satisfaction of minor subject taught, 
(c) average score of satisfaction of all items, (d) scale of intention to teach another 
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major subject, (e) scale of intention to teach another minor subject, and (f) scale of 
intention to change the present job. 
Table 16: lnt!'~~~o~relation ~natrix_aiJI()II_gtellvariab!est() sflow 
th" intenti11_n tomal<.e cha11_ges 
(A) 
' 
(B) .• (C) .•. (D) (E). (F) 
·(A} 1.0 .485* -.395* .753* -.473 
•· (B). 
.-, . 
1.0 .872* -.382* -.274 
(C) 1.0 .803 .0141 -.456* 
(D) 1.0 -.198 -.412* 
.. (E) . 1.0 .253# 
(FJ 1.0 
Note: 2-tailed significance:# p<O.OI; *p< 0.001 
From the correlation Table 16, correlation between scales of intention to make 
change and scores of job satisfaction were generally significant. The correlation 
coefficients of the following five pairs of variables were significant. Firstly, 
correlation of intention to change to teach another major subject (D) with score of 
job satisfaction of major subject taught (A) was significant (F0.395, p<O.OOl). 
Secondly, correlation of intention to change to teach another minor subject (E) with 
score of job satisfaction of minor subject taught (B) was significant (F0.382, 
p<0.001). 
Thirdly, the correlation of intention to change the present job (F) with score of job 
satisfaction of all items (C) was significant (F0.456, p<O.OOI). Finally, correlation 
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of intention to change the present job (F) with score of job satisfaction of major 
subject taught (A) was significant (r=0.473, p<O.OO I). The intention to change the 
present job (F) was highly related to the scores of job satisfaction of teaching 
another major subject (D) (r=0.412, p<O.OOI). 
Since variables of major subject studied and major subject taught could not be coded 
in scale, therefore the correlation of these variables with job satisfaction and 
intention to make changes could not be calculated. As (a) and (b) are independent to 
represent collectively a higher order construct, they should not be aggregated to 
produce (c), in which the values have been excluded in Table 16. In the past decade, 
as a result of expansion of education by increasing study places and improving the 
quality of education by reducing the class sizes, additional numbers of teachers have 
been required. Unfortunately, the survey showed that low levels of professional 
commitment and high turnover rates were found among teachers. 
According to the Teacher Survey conducted by Hong Kong Education Department, 
the statistics also showed that the wastage rate of graduate English Language 
teachers was found to be 50% more than that of the graduate teachers of Chinese 
Language and Mathematics. Among the graduate English Language teachers, 39% 
of them were not majoring in English Language. On the other hand, the percentages 
of graduate teachers of Chinese Language and Mathematics who were not majoring 
in the taught subjects were only 13% and 23% respectively (Statistics Section, 1995). 
Findings of the survey in this section showed that job satisfaction was signiticantly 
related to major subject taught: Moreover, job satisfaction of English language 
teachers without a major was even lower than their major counterparts. Intention to 
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change the present job was negatively related to job satisfaction. Thus, subject 
teachers without a major in that subject showed greater intention to change their 
present job. This might explain why the wastage rate of English Language teachers 
was 50% more than the other two groups of teachers. 
Table 17 shows that the one-item overall job satisfaction is positively correlated with 
the desire of changing the present job as PCE English language teacher (r = 
0.4235**). The correlation is a moderate one only. Close to that above, the 'work' 
facet also bears a correlation (r = 0.4176**) with the desire of changing the job 
while 'pay' has no linear relationship with the desire of changing. Since a higher 
score in the job satisfaction level represents less desire to change, thus, the higher 
the overall job satisfaction level, the less likely it is to change the job. Also, the 
satisfaction level in 'work' has a more or less the same effect on the desire of 
changing the job as well as the overall job satisfaction level. 
Table 17: Correlation between desire o[_or _(!hangi_llg_Qt_e_eresentj"IJ_as 
PCE English language teacher and the other variables 
_Overall job 
'satisfaction 
0.4235 0.002 202 
; 
.Work 
:-Promotion: 
' ;. 
•.Supervision 
'Colleague· : . 
':Sum offacetscores 
. 
0.4176 
0.1312 
0.2911 
0.2648 
0.2874 
0.3188 
p.159 
0.002 201 
0.086 203 
0.001 199 
0.002 202 
0.001 203 
0.003 202 
Note: (I) Two-tailed correlation test 
(2) All variables above have significant positive correlation 
with the desire of changing except 'pay' 
Based on the answers to the research questions previously considered, the data 
further reveal that the 'work' facet plays a significant role with positive correlation 
in determining the overall job satisfaction and the desire of changing the job. 
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5.3.5 Question 5: What is the relationship between job satisfaction and 
--- - -- - . 
the demographic variables of the PCE English language 
teachers ? 
Table 18 shows an inter-correlation matrix among the following selected variables: 
(A) Age (B) Sex 
(C) Education 
' (E) Teaching experience 
(D) Major subject taught 
(F) Teacher training 
(G) Scores of satisfaction of major subject taught 
(H) Scores of satisfaction of minor subject taught 
(I) Number of institutions taught 
(J) Average score of satisfaction of all items 
Table 18: Inter-correlations _ma~riXaJ110_IIJL!en _variabl_es 
(A) (B) -(C) (D) (E) (F) (G) (H) (I) (J) 
i (~)- 1.0 -.08 -,035 -.206 .864 -.303* .002 .005 .89 .121 
' 
'.(B} 1.0 -.123 .501* -.112 -.213 -.Ill -.076 -.078 -.095 
(C)} 1.0 .092 -.053 .021 -.092 -.058 .011 -.062 
.. ,_ -.. 
1.0 -.148 .145 .203 .122 -.093 .067 
1.0 .254# -.018 .096 .121 .065 
1.0 .137 -.013 .152 .756* 
1.0 .499 .327 
1.0 .54 7* 
1.0 .872* 
1.0 
Note: 2-tai1ed significance: p<O.Ol *p<O.OO I 
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From the correlation coefficients shown in Table 18, in general, correlation among 
demo graph; c variables were not significant except for age and teaching experience 
(r=0.864, p<O.OOl) and sex and major subject taught (r=0.501, p<O.OOl). The older 
teachers had more teaching experiences. 
However, correlation was significant among the following variables of Major subject 
taught: Scores of satisfaction of major subject taught, Scores of satisfaction of minor 
subject taught, and Average 'core of satisfaction of all items. All correlation 
coefficients had a p-value less than 0.001. The highest three correlation coefficients 
were between Scores of all items and the following two scores: Number of 
institution taught (r=0.872), and Teacher training (r=0.756). Since (G) and (H) are 
independent to represent collectively a higher order construct, they should not be 
aggregated to produce (J), in which case the values have been excluded from Table 
18. 
Table 19: :rhe coding system for the demographic variables 
listed in Table 18 
5=51-60, 6=61 or older 
2 !=Male; 2=Female 
0 and I 
p.162 
,. 
,. 
Teaching experience 
of teaching a major 
subject 
of teaching a'.minor· 
subject 
of 
iustitutions 
tanght 
I to 
I to 
4~Undergraduate, 5=Post-graduate, 6~English 
for specific purpose, ?~English teaching, 
8=0thers 
~1 tenns, terms, 4=7-12 
tenns, s~ 13 tenns or above 
of Education, 2~Cert. Ed., 
J=In training, 4=Non-trained, 5=0thers 
mean score 
mean score 18 
any 
re-coding 
score (h) 
As significant correlations were found between facets of job satisfaction and some 
demographic variables, it showed that group differences existed. For the sake of 
convenience, analyses were conducted only for scores in Part A and for those 
demographic variables which showed statistical significance iri Table 18. 
p.163 
1 
,. 
--------------
Although interactions might exist among demographic variables, models with two-
way or higher order interactions between independent variables were not used in the 
present MANOV A analysis for several reasons. First, cross-tabulation of some 
demographic variables (For example, Age by Teaching Experience) showed that 
there were some empty cells (no observations in cells). The analysis involving 
empty cells was greatly complicated because empty cells resulted in the inability to 
estimate uniquely all of the necessary parameters (Norusis, 1996). 
Hypotheses that involved parameters corresponding to the empty cells usually could 
not be tested. Second, the number of observations in some cells was too small to 
guarantee reliable results in hypotheses testing. Finally, models containing higher-
order effects were generally more difficult to interpret than models containing lower-
order effects only. 
Table 20 summarizes the results of one-way MANOV A analyses conducted to 
assess the main effects of Age, Teaching Experience, Institution Type, Major 
Teaching Subject and Major Teaching Level on five facets of job satisfaction. 
The five facets of job satisfaction have been aggregated for the analysis in Table 20. 
Five of these effects were significant at p<0.05. In addition, univariate F ratios were 
computed for a tentative assessment of the individual contribution of the five facets 
to these effects (See Table 21). 
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Table 20: Result~of One:way ~()~~ for_~ffect 
of_select~~ _d_ell!ogr_liP_hi_o:_:v_ar~bl_es 
Age 
Teaching 
experience 
' Institution type 
Major teaching 
subject 
Major teaching 
.level 
.928 
.903 
.978 
.942 
* p<.05; ** p<.Ol; *** p<.OOl 
L75* 
4.17*** 
1.91 
2.53** 
16, 118 
II, 690 
6,438 
10, 583 
Note. (1) Only five scales in Part A are used as correlated dependent variables in 
the analyses. 
(2) Age is categorized into 5 groups (in year): "Less than 21 ", "21-30", 
"31-40" "41-50" "51 or above" , , , 
(3) Teaching Experience is categorized into 5 groups: "1-3 terms", 
'~4-6 tenns", "7-9 terms", "10-12 terms", '1 13 terms or more". 
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Table 21: Un~variate F_f~~ll!_!.he_~_nalyse~_of MANOV_A 
:-~: :_.-:). :·::::;;: ·;'_: .. -.;. ~/·_: ~-.. /: __ :~.}~~~7;\_~i. f~;)~~~~~f;f::: ~i-:,~::~:·~~~-~(r:!; :':-:-;.' --~-~~~-:~-::-:: ~::~:'i:~}'~r? .. '··: ; --
iErrect _.-·- -• i ,W,<i"!!'/;•:. ';~~§i:2 ;,>J!t«>;::r: sup. _ •• __• ;i li:ot _.. .• df' 
Age 1.06 4.37(c) 2.12(a) 0.15 2.28(a) 
Teaching 
Experience 
Institution 
Major 
teaching 
subject 
0.27 5.48(c) 2.19(a) 
!.54 9.07(c) 5.43(b) 
MANOV A Shows no 
0.53 1.17 
!.II 1.63 
Significant main 
4,376 
3,426 
2,387 
effect 
•Major 
teaching 
level 
0.49 2.63(a) 1.12 0.23 5.88(b) 2,413 
(a). p<.l (b). p<.OI (c). p<.OOl 
Note. Abbreviation of the scales are: Pro- Promotion; 
Sup - Supervision; Col - Colleagues 
Most past research in the area of job satisfaction (Rhodes, 1983; Shirom & Mazeh, 
1988; Ushasree, 1989) suggest that group differences may exist for the age related 
and students related variables. For five demographic variables which show 
significant group effects in one-way MANO\T A analyses (Table 20), Age and 
Teaching Experience are age related variables while Institution Type, Major 
Teaching Subject, and Major Teaching Level are student related variables. The 
p.166 
' 
univariate F ratios (Table 21) indicate that Pay scale contributes most to the overall 
differences in effects of Age and Teaching Experience. 
5.3.5.1 i\~ 
The data are compressed into five interval groups, with a minimum of 21 or younger 
to a maximum of 61 or older by every increment of 10. Table 22 shows the pattern 
of the age distribution. Over 80% of the English language teachers are or below 40, 
with a mean of 34.3 . 
Table 22: Statistics on the age of respondents 
21-30 58 27.9 
31~40 121 58.2 
-
41-50 17 8.2 
51-60 9 4.3 
. 
Over61 3 1.4 
Univariate F ratios for two of the facets (Promotionffransfer and Colleagues) were 
significant at p<O.l and one (Pay) was significant at p<O.OOl for the effects of Age 
[First row, Table 21]. Table 23 presents the group means and standard deviations 
for these three facets. There are none in the group "Less than 21". Of the other five 
groups, "21-30 years old" reported the lowest means for Pay, Promotion and 
Colleagues, namely, 1.32, 0.73, 1.59 respectively. Approximate V-shape functions 
were obtained when group means were plotted against the Age for each 'cale. There 
are none in the group "Less than 21 ". 
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Table 23: [\1ean ofScaies in Part A by Age 
Scale In Part A 
-- -
Age(in Pay Pay • Promo/ Transfer Co Ilea- g_ues 
yeus) Mean S.D. Mean S.D. Mean S.D . 
. 
Entire !.53 0.62 0.86 0.63 1.80 0.64 
sample 
Less than 0.00 0.00 0.00 0.00 0.00 0.00 
21 
21-30 1.44 0.56 0.85 0.49 1.83 0.68 
31-40 1.32 0.51 0.73 0.45 1.59 0.66 
41-50 1.56 0.54 0.92 0.75 1.71 0.69 
51-60 1.62 0.58 0.93 0.48 1.74 0.67 
61 or older 1.51 0.53 0.91 0.82 1.85 0.74 
Note. The lowest group mean for each scale is in boldface type. 
The result shows that there is no significant difference in the overall job satisfaction 
level among the three groups. That means age has no significant effect on the overall 
job satisfaction of English language teachers. 
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Univariate F ratios tor Pay and Promotion were significant at p<O.OOI and p<O.I 
respectively [Second row, Table 21] tor the effects of Teaching Experience. Of the 
seven groups, "over 13 tenns" showed the lowest group mean for these two facets 
(mean ~ 1.31 and 0.75 respectively) in Table 24. Approximate V-shapc functions 
regarding plot of group means were also observed here. 
Table 24: Mean of Scal<;s in Part ~_by Teachi~_g_E~p~_rien~_e 
Part A 
Entire sample 1.47 0.55 0.81 0.63 
1-3 1.54 0.56 0.81 0.55 
4-6 1.31 0.43 0.75 0.52 
7-9 1.47 0.51 0.77 0.61 
10-12 1.42 0.58 0.79 0.54 
Over13 1,62 0.54 0.92 0.62 
Note. The lowest group mean for each scale is in boldface type. 
When the group means are plotted against Age or Teaching Experience (Table 31 
and 32), a uniform pattern emerges. A V-shape function can be observed with a 
minimum at "31-40 years old" age group or "7-9 years" teaching experience group. 
The group mean of the oldest teachers ("61 years old or older") is higher than that of 
the youngest teachers ("21-30 years old") while the group mean of the most 
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experienced teachers ("Over 13 terms") is higher than that of the least experienced 
teachers ("1-3 terms"). The similar patterns displayed by Age and Teaching 
Experience can be partly explained by the relationship that underpins Teaching 
Experience and Age. 
It is obvious that older teachers generally have more teaching experience, and a large 
portion of teachers in the "31-40 years old" age group are those with "7 -9 tenms" of 
teaching experience. 
The relatively high levels of satisfaction during the first 3 years of service appears to 
be a characteristic of the teaching profession, wherein novice teachers are often 
highly motivated and committed to the professional mission. Novice teachers are 
likely to view the job as facilitating the attainment of their valued goals, leading 
them to report relatively high levels ofjob satisfaction as expected by Locke's (1976) 
discrepancy theory. This is particularly observable in the pay satisfaction because 
fresh graduates entering teaching profession are generally better paid than their 
counterparts entering other professions. 
After a few years on the job teachers often become aware of their blocked 
aspirations, with a resultant decrease in satisfaction. After teaching more than 6 
terms, there is a long-term, slow increase in job satisfaction as seniority grows. This 
finding is partly accounted tor by the voluntary turnover of the more dissatisfied 
teachers and by the more realistic evaluation of the attainability of valued rewards 
from the job on the part of those who continued their teaching careers. Besides, 
some teachers may have already been promoted/transferred to a full-time post or are 
ready to be promoted/transferred to a full-time post. 
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5.3.5.3 lnstitut_i_on T)'Jle 
Univariate F ratios for Promotion and Pay were significant at p<O.Ol and p<O.OOI 
respectively [Third row, Table 21 j tor the effects of Institution Type. Of the six 
groups, teachers in Hong Kong University reported the greatest satisfaction in both 
Pay (mean= 1.81) and Promotion!fransfer (mean= 1.09) (See Table 25). 
Table 25: Mean of Scales in Part A by_lnstitution Typ~ 
1.35 0.52 
HKPU 
Note. The higbest group mean for each scale is in boldface type. 
For the effects of the Institution Type, group differences in Pay and Promotion 
satisfaction contribute most to the overall differences (Tables 21 and 25). As Hong 
Kong University and Hong Kong Chinese University generally recruit more 
experienced teachers, these teachers will be better paid than teachers in other sectors 
according to the uniform salary scale. Despite the bureaucracy which is commonly 
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found in these sectors, teachers in the mentioned institutions can clearly perceive the 
rule of thumb for promotion-seniority. These may be the reasons why teachers in 
the two universities are more satisfied with their pay and promotion. 
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5.3.5.4 Major TeaciJ_ing [.e_vel 
Univariate F ratios tor Colleagues and Pay were significant at p<O.O I and p<O.I 
respectively [Fifth row, Table 21 J for the etfect> of Major Teaching Level of the six 
groups. Teachers of English for primary level reported the greatest satisfaction for 
Pay (mean = 1.55) while teachers of Undergraduate group reported the greatest 
satisfaction for Colleagues (mean= 1.96) (See Table 26) . 
Entire Sample 1.45 0.53 
Primary 
Secondary 
Matriculation 
Undergraduate 
Post-graduate 
English for 
specific purposes 
English tea~hing 
Others 
1.31 0.52 
1.39 0.58 
1.41 0.49 
1.54 0.50 
1.52 0.44 
1.55 0.52 
1.48 0.55 
1.43 0.53 
.rn Pai:tA 
1.74 0.67 
1.55 0.69 
1.65 0.55 
1.70 0.67 
1.96 0.69 
1.78 0.63 
1.90 0.66 
1.73 0.65 
1.66 0.64 
Note. The higheot group mean for each scale is in boldface type. 
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The tinding in Table 26 shows that part-time teachers teaching primary level 
students (mean ~ 1.55) arc relatively less satistied with their colleagues. Such 
findings can be explained by the fact that communications and interactions among 
them are relatively less frequent, and thus a lack of social support may result in 
dissatisfaction. To mediate their dissatisfaction, individual supervisors should tind 
their own ways to encourage more communications and interactions among their 
staff, probably by organizing more staff activities and seminars within the 
institutions. 
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5.3.5.5 Sex and marital status 
Of the respondents, 45.2% of them arc male while 54.8% of them arc temalc (Table 
27). It seems that PCE institutions prefer lcmale English language teachers to the 
male ones or it may be simply a reflection of the different types of teachers who arc 
available. 
Table 27: Sex distribution of respondents 
. 
·Sex · 
.. 
Frequoncy Valid Percent .. 
.. 
Male 94 45.2 
Female 114 54.8 
Note: There are 208 valid cases. 
From Table 28 below, 73.8% of the teachers are tound to be married whereas 36.2% 
of them are single. 
Table 28: Sample distribution of the marital status of re~ndents 
Single 75 36.2 
Married !08 52.2 
Separated 6 2.9 
Divorced 10 4.8 
Widowed 8 3.9 
Note: There are 207. valid cases. 
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To investigate the effect of sex and marital status on the overall job satisfaction and 
individual facet scores, a two-way ANOV A was done. The result shows that both 
sex and marital status have no significant independent or combined effect on the 
overall job satisfaction level. Table 29 shows that each significant level of F is 
greater than 0.05. 
Table 29: Effect of sex and marital status on the overall 
job satisfaction a11~ ind_ivid ual_fac~t scol'es 
Source of Signifi- cance level of F 
--
~-
variation 
.. 
Overall Work Pay Promo- Super- Colleague 
· .. job sat. tion vision 
Main 0.241 0.798 0.152 0.259 0.137 0.143 
effects 
Sex 0.156 0.493 0.372 0.085 0.074 0.623 
Marital 0.482 0.851 0.069 0.937 0.548 0.032 
status 
2-way 0.158 0.623 0.342 0.151 0.347 0.238 
interacR 
tion 
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5.3.5.6 'feacl~er._ training received 
As rctlected from the data (Table 30), 9.2% of respondents are not trained whereas 
68.6% of them have received training in the College of Education (now known as 
Hong Kong Institute of Education) or university teaching courses or short term 
courses which are nut listed as an option in the questionnaire. 17.4% of the sample 
is still in training from either part-time or full-time training from various tertiary 
institutes in Hong Kong. 
Table 30: Sample distribut!on of teac~er trainin_g 
received by resp_ondents 
Training.reCeived- · Frequency Valid Percent 
.. -- . . . ~. ·. . 
College of Ed. 38 18.4 
. 
Cert. Ed. I Dip. Ed. 104 50.2 
In training 36 17.4 
Non-trained 19 9.2 
Others 10 4.8 
Note: There are 207 valid cases . 
The data collected has been then compressed into two groups: trained group 
(including College of Education, Certificate of Education or Diploma of Education 
in training and others) and untrained group. The overall job satisfaction level of the 
two groups has been compared by means of a two-tailed independent-test. Table 31 
shows that the trained group has a higher satisfaciion level (mean~ 1.9586) than the 
untrained group (mean~ 1.6453) at a significance level ofp<O.OS. 
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Table 31: Effect oftrainingreceivcdonoveralljob satisfaction level 
Number of 1: ,. Mean S.D. Standard 
cases . ' error· 
... 
Trained 188 1.9586 0.943 0.172 
group 
Untrained 19 1.6453 0.857 0.056 
group 
Seearate VarianCe .. Estimate 
!-value D.F. 2-tail prob. 
-2.43 27.85 0.046 
It is not surprising that untrained groups would have a lower job satisfaction level. 
Teaching offers the most direct way of imparting knowledge to students, and it is the 
task that a large proportion of respondents like and feel worthy to do or have to do. 
A training program for part-time continuing education teachers is necessary. As 
evidenced by the research tindings, many of those teaching part-time in a PCE 
institution are not trained for teaching, let alone for the teaching of adults. Teachers 
taking part in this research have expressed a·very strong need for training in areas 
related to effective teaching of adults. 
However, as shown by the research results, part-time teachers are busy people with 
conuuitments and obligations to work and family. Most of them are employed full-
or part-time elsewhere and often experience a lack of time for class preparation. 
Time is precious to them. If a training program is mounted for them, provisions 
should be made for minimizing the barriers to their participation. This can be done 
for example, by paying teachers for the time they spent on receiving training, 
p.l78 
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organizing the training activities in weekends or at times convenient to them, or with 
many other incentives to encourage participation. 
If a training program is to be designed for PCE teachers, Lee and Lam (! 995) 
suggest that the contents of the course should centre around the needs of the teacher 
to understand the students, their backgrounds and characteristics, motives for 
learning, needs and expectations. Training should also be offered to enable teachers 
to become a learning guide, a content resource person and be competent in using a 
variety of teaching formats and effective communication. A general teacher training 
program for teachers is not the one demanded by those in PCE. Rather, they need a 
course designed especially for them to meet their needs for becoming 
more effective teachers of adults . 
p.179 
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5.3.5. 7 l~tstitu_tion_ll!:Whic~ empJo)'ed 
To compare the job satisfaction level of PCE English language teachers among the 
various institutions, a one-way ANOVA has been done. The results of the tests 
show that there is no significant difference in job satisfaction levels (all p>O.OS) 
among the English language teachers based upon the institutions at which they were 
employed (Table 33). 
Table 32: Sa"!_ple distribution of various insti!utimis 
Institutions- Frequency Valid Percent 
HKU 35 16.8 
HKCU 38 18.3 
HKBU 36 17.3 
HKPU 32 15.4 
CUHK 28 13.4 
HKTC 39 18.8 
Note: There are 208 valid cases . 
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Table 33: Comparison of the overall job satisfaction level of 
--------- ------·-- ----- --·-----·--- --- ---- ------ -·-·· --- ---··- ----------
E_flglishi_angu.,ge!eachers_in diffe_rent institutions 
Source. D.F. Sum of Mean F Ratio F 
squares squares· Probability 
Between 2 3.5861 1.7931 1.6875 0.2348 
groups 
Within 206 152.4726 0.9253 
groups 
Total 208 156.0587 
The result indicates that type of institution is not a significant factor in determining 
the job satisfaction level of the English language teacher. It may be due to the fact 
that each institution is a unique system which is heavily characterized by the 
dynamics among the persons in it rather than by the static organizational structure . 
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5.3.5.8 Teaching ex[>erience in l'C:E: 
From the data, over 90% oc' the English language teachers have a teaching 
experience of greater than 3 terms. Therefore, in general, most of them arc 
experienced in the education tield or in dealing with students. However, one-way 
ANOVA of the overall job satisfaction among the five experience groups (1-3 terms, 
4-6 terms, 7-9 terms, 10-12 terms, 13 terms or above) shows that years of teaching 
experience has no significant effect on the overall job satisfaction level of English 
language teachers (p>0.05) (See Table 35 on the next page). 
Table 34: Sam[>le distribution ofteachin_g_experjenc_e 
~f~~e reS[>Ondents 
Teaching Frequency Valid. percent 
' 
experience 
' 
1-3 terms 18 8.7 
-
4-6 terms 43 20.8 
7-9 terms 38 18.4 
' 
10-12 terms 23 11.1 
13 terms or above 67 41.0 
Note: There are 207 valid cases. 
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Table 35: OJ)e-,..ay t\1'/Q\'A oLtiJe~_v.,ralljobsatisfaction 
in_different ye!lrgroUJlSC)fte!lchillg experience 
Source n,F .. Sum of Mean F Ratio F 
squares squares Probability 
Between 2 1.8654 0.8654 1.0469 0.4862 
groups 
Within 206 156.7821 0.8962 
groups 
Total 208 158.6475 
The general Professional and Continuing Education in Hong Kong has a history of 
over 20 years since its inception in 1975. The PCE system in Hong Kong can be 
regarded as a stable working environment. In almost all institutions, the teachers are 
paid under similar pay-scale systems, with steady annual increments depending on 
the economic situation. However, the number of senior posts is limited. Although 
this system does not provide much extrinsic reward, the respondents appear to be 
quite positive towards their job . 
In this research, it was found that most of the respondents are satistied with their 
present job as English language patt-time teacher and only a minority of them often 
' think of quitting the post. Such findings agree quite well with another that the 
'work' facet bears the highest weighting in the overall job satisthction. It is so 
because they see the job as meaningful and worth doing. The work itself is also 
an important ;ource of satisfaction to the part-time teachers. From the work, they 
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can be rewarded with 'achievement' and 'recognition' which are regarded as 
intrinsic tbctors in Herzberg's terminology. To some respondents, 'pay' and 
'promotion', which arc primarily extrinsic rewards, are regarded as a form of 
'recognition' too. From these observations we can learn how important the intrinsic 
rewards to part-time teachers are. However, for some teachers who hold a 
coordinating role, they obtain their achievement mainly from the direct work with 
students when they see students improve through their teaching. The fact that 
trained respondents are more satisfied than untrained ones can further show the 
importance of teaching skills to those who keep themselves engaged in front-line 
work. 
Despite the increased workload after becoming an experienced English language 
teacher, the respondents are more satisfied with their job because with such an 
advantageous position in coordinating with different teachers and organizational 
levels within the PCE departments, they gain more opportunity to attain their goals. 
Nevertheless, many of them feel unhappy and less confident to collaborate with 
other colleagues and non-English language teachers, and they dislike the increased 
paper work which deprives them of valuable teaching time. This may reflect the 
fact that they do experience problems in these working relationships. 
As revealed from the findings, the major support to part-time teachers comes mainly 
from the course leaders who usually share common visions in teaching work and are 
able to provide technical support. Respondents look for good support from their 
supervisors and colleagues which is essential to the success of the teaching in the 
institutions. To them, support from their supervisors and colleagues not only 
contributes power to implement the plan but also an important backup that assures 
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the worth of what the whole PCE department does and encourages them to go 
torward against failure. 
In this research, the demographic variables: age, teaching experience, institution type, 
major teaching level, sex, marital status and teacher training received have no 
significant effect on the overall job satisfaction. This is because changes in these 
variables have both advantageous and disadvantageous effects on their teaching 
work. The resultant effect actually depends on which one is stronger so no general 
effect can be produced. Acquired skills and personalities can cancel any adverse 
effect resulting !rom the change in these variables. Encouraging division of labour 
can certainly bring about the same effect. 
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5.3.6 Question 7: Qo PCE teacher~erceive th!'t the_l!bsence o[lo_IJ 
satisfaction is equivalent to joi!_dissatisfaction, 
or does there exist a neutral state? 
5.3.6.1 Introduction 
In order to explore the issue, the respondents were a'ked the following questions 
from Section VIII of the questionnaire: 
Question 2: "Do you agree that the absence of job dissatisfaction is equivalent to 
job satisfaction?" 
Question 3: "Do you agree that the absence of job satisfaction is equivalent to 
job dissatisfaction?" 
In addition, a phone interview was conducted and the intention was to obtain more 
detailed and implicit information as to the reasons why the group had responded to 
the previous questions 2 and 3. Of the 264 respondents who have returned their 
questionnaires with telephone numbers, thirty of them were selected by random 
sampling to be interviewed. All of these interviewees were contacted and 
interviewed by telephone. 
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5.3.6.2 Qua_~titative data 
From the question 2 of Section VIII, about 64% of the respondents do not agree with 
this idea whereas 20% agree (Table 36). 
Table 36: Percentage of different respondents towards Questio~l 
lJ ncertaili 16 
J)isagree .. · · · 64 
... ·.. . : 
Similarly in question 3 of Section VIII, the percentage of respondents not agreeing 
to this idea is exceedingly higher than those who do agr~e (Table 3 7). 
Table 37: Percentage of different respondents towards Question 3 
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The quantitative data indicated that 64% (Table 36) and 60% (Table 37) of the 
respondents disagree to questions 2 and 3 respectively. This implies that findings do 
not support the application of Herzberg's theory. 
These two questions explored how the part-time English language teachers 
conceptualize job satisfaction and dissatisfaction. Other information was gathered 
from the phone interview and the analysis was taken in the next section . 
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5.4 ~nswering __ Rese_:tr~~ __ Qu_est!()nsJQu<ll~tati~e ~~Ia} 
In this section, the discussion is based on the qualitative data and the discussion 
is sequenced in the way the research questions have been listed in Chapter One. 
5.4.1 Question 4: What is the rel:ll_i_()nshi[l betwe~!J_j~~ satisfaction 
and ~he intention to make change? 
What seems to be important in the work facet are the meaning, worth and 
outcome of the work as perceived and experienced by the PCE English 
language teachers. This is indicated by the following sample of responses: 
Rl: "I would change the job when the institution neglects the importance of 
part-time teaching and does not appreciate my effort and when there are no 
colleagues to implement what I have planned." (outcome perceived) 
R2: "I would change the job when I cannot attain what I should aim at. 
Besides, I cannot change the environment to resolve the problems in teaching. 
I should not be an obstacle to the development of teaching." (outcome 
experienced) 
R3: "With regard to the failure to work effectively from a macroscopic 
organizational perspective, I prefer putting more effort to my own class." 
(outcome experienced) 
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R4: "I change the job only when I do not teach. Teaching itself is very boring 
and meaningless. However, I love to understand my students, know how they 
feel and build up relationship with them." (meaning) 
RS: "! prefer to change the post as course coordinator. I would still do teaching 
even I leave the post because this job is challenging and I am free to rlo what 1 
want." (worth) 
R6: "! would not change the job as long as I'm still in this institution. This 
job is meaningful and worthwhile. Iflleave for another institution, I'll keep 
doing teaching." (worth and meaning) 
It seems that a positive correlation was found between the factors and the 
interviews revealed the direction, or causal relationship. The above reasons for 
changing or not changing the post given by the interviewees support this result. 
,. 
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5.4.2 Question 5: W~ll!_is_thc reJa(iOIIShip between job satisfaction 
- -- ··- ---------- --
aii!I_thiJ d"III(Jgrap~i c variabies of the J>CE Eng I ish 
langll_a_g_e_teach.,rs ? 
5.4.2.1 A.ge 
From the interviews, it was found that age has a controversial effect on the job 
satisfaction. On one hand, one can get more experience with age in teaching, 
collaborating with other colleagues and establishing one's status. On the 
other hand, as one gets older, one would be less physically tit than before, and 
the generation gap between teacher and the students would be widened. 
Therefore, the effect of age really depends on which side has stronger effect 
and which side matters more to the respondents. As a result, age has no 
consistent or linear effect on the overall job satisfaction. This is suggested in 
the following sample responses: 
Rl: "! have a feeling of being unable to work to my mind." (physical 
limitation) 
R2: "Teaching is definitely a job not suitable for ones over 60 because students 
would be reluctant to express their problems to old teachers who physically 
makes no difference from their parents. Besides, they may lack energy to 
organize all sorts of activities." (physical limitations and generation gap) 
RJ: "The negative side of aging is the building up of a cultural gap with 
students while the positive side is the accumulation of experience which gives 
me confidence in handling cases of different problems." (generation gap and 
experience) 
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R4: "Aging can widen the gap between me and the students. However, after 
joining the orientation program, I learn how to develop a good rapport with my 
students, and this can bridge the gap." (generation gap and experience) 
RS: "When ones get older and more experienced, they become more tactful and 
mature in dealing with other persons in the school. However, there would be 
generation gap between us and the students. We can hardly echo with their 
feelings." (generation gap and experience) 
R6: "I do not encounter such problem right now. However, aging would lead 
to generation gap which really worries me. Hopefully, this problem can be 
alleviated by experience and polished interpersonal skills. Besides, I can 
build up an authority figure among ny colleagues so they would not criticize 
me anymore when we have conflicting views. At least, they have to keep 
their bad words." (experience, generation gap and status) 
5.4.2.2 Sex and Marital Status 
Rl: "Sex makes no difference. Different genders have their own roles to play 
and their strengths." (personality) 
R2: "The first impression is that female English language teacher are better. 
However, if the male teachers are gentle enough, it would not be a problem. 
Usually a rough-mannered teacher cannot be a successful language teacher." 
(personality) 
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R3: "Male teacher has to be sensitive and careful enough in dealing with the 
learning problems of temale students. However, female English language 
teacher is tree to express her concern by suitable body contact. 
R4: "It is my tinn conviction that it matters not much. I would be on the alert 
when dealing with female students. After the assessment of the nature of the 
problem, I can refer the case to a female English language teacher." (teamwork 
approach) 
RS: "There is not much difference." (no difference) 
R6: "After marnage, I become more contident of myself With my own 
experience, I can present in a more convincing and mature way. Furthermore, I 
can win the trust from my colleagues." (more presentable and convincing) 
R7: "! cannot make a full commitment to the students because I have to spare 
time out for my family. Usually unmarried English language t '·c. can be 
more devoting to their job." (time constraint) 
R8: "There is no big difference except that there ts the problem of time 
allocation after marriage." (time constraint) 
The information obtained from the interviews suggests that sex and marital 
status have no signiticant effect on the overall job satisfaction level. Though 
one may argue that female language teachers are generally more etTective in 
the helping position because they are more approachable and easy going. 
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However, such an etrect may be masked by one's personality, the team work 
approach and by the fact that the respondents arc the selected 'suitable persons' 
in their schools. 
If one cannot handle the class competently with appropriate skills, one would 
certainly be frustrated. This is probably why some interviewees said that 
training was important in developing instructional skills which enabled them to 
be more confident of themselves in dealing with students. This is also 
suggested in the following responses: 
Rl: "I am afraid of making wrong assessment of the class." (skills and 
confidence) 
R2: "I am the most junior one in the PCE department so I lack confidence in 
leading the sharing with my colleagues and dealing with problems in 
theoretical basis." (confidence) 
R3: "I am untrained. I don't know how to start the language teaching with 
students and identifY the causes behind their learning problems. Teaching 
demands a lot of skills. Without them, it can hardly be effective." (skills) 
R4: "I am convinced that English language teacher have to attend courses with 
practical before they can teach. If they are not confident of teaching, 
recurring failure would ruin their beliefs." (skills and confidence) 
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RS: "In the past during teaching, I could not erase the lear that l could not 
understand what students meant and I was not sensitive enough to tackle with 
their learning problems. However, al\er finishing the training course in 
teaching methodology, my confidence grew. I got a good result in both 
practical and theory assessment" (confidence and skills) 
R6: "I gained a lot !rom a personal growth group, and my wrong concepts over 
teaching were also corrected. After that I took a one-year teaching certificate 
course in a teaching institute where I learnt some useful techniques in 
organizing interactive language activities. These training has changed me a lot. 
I became more assertive, decisive and tactful in problem solving and deliver 
my lessons." (confidence and skills) 
Since there are significant relationships between some motivational factors 
with teachers' commitment, managers of PCE departments are provided with 
some guidelines for recruitment. It was evidenced in the research that 
teachers who wish to meet a new challenge in the teaching of adults are likely 
to be more committed teachers who would make PCE teaching a long term 
.. career. Similarly, the motivation to explore interest and enthusiasm before 
committing to a career of full-time teaching is also related to a greater 
commitment. Obviously, teachers with the expectation to render community 
service by helping adults to learn are more ready to commit to PCE. It is hoped 
that by minimizing these institutional barriets by means of a change in the 
administrative practice, job satisfaction levels can be further enhanced and 
learning facilitated. 
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5.4.3 Question 6. \Yh'l!l}J"~the co111_monfactorst~at would bring job 
s.a_tisf_'lctiollor_~ iss a tisfaction_ to_English 
J:mguag.,_teachers~ 
In identitying common factors that would bring job satisfaction or dissatisfaction to 
English language teachers, Herzberg's (1982, pp.l93-198) checklist of first-level 
factors was used to code responses to the phone interview. The sixteen factors in this 
checklist are: 
(1) recognition 
(2) achievement 
(3) possibility of growth 
(4) advancement 
(5) salary 
(6) interpersonal relations (superior) 
(7) interpersonal relations (subordinate) 
(8) interpersonal relations (peers) 
(9) supervision (technical) 
(10) responsibility 
(11) company policy and administration 
(12) working conditions 
(13) work itself 
(14) factors in personal life 
(15) status 
(16) job security 
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Factors (l), ( 2), (3), (4), (10) and (13) arc regarded as satisliers in Herzberg's 
terminology or as intrinsic thctors in other scholar's view (Ewcn ct ;JJ, 1986), while 
the rest are regarded as dissatisticrs or cxtrinsit: Jhctors. 
In collating the qualitative data obtained Jrom twenty live teachers utilising a phone 
interview technique. statements or phrases hearing the different key wordings were 
coded to eleven of sixteen factors as listed below: 
L Advancement 
'"get promoted" and !JO on. 
2. Salary 
"underpaid", ''reasonable pa/', and so on. 
3. Supervision 
'"supervisor overbearing and prejudicing", and so on. 
4. Teaching work itself 
"don't like administrative work or meetings'', '"difficult to motivate the tired 
students", and so on . 
5. Working conditions 
"too many other non~teaching dut!es", "heavy workload", "too much paperwork", 
"shorter time of each lesson is preferred", and so on. 
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6. Responsibility 
''extensive inilucncc on institutional policy over PCE department", "'more lfcedom 
to try out new ideas'', ''tight more !Or students", and so on. 
7. Possibility of growth 
"'personal growth", "learn how to deal with students' learning problems", "learn how 
to conduct group tutorial or individual consultation", ''chance to learn", and so on .. 
8. Institutional policy 
''duty not clear·cut'". ·'negative institutional climate", ''bad discipline policy 
concerning punctuality and attendance", "unclear institutional policy", "lack of 
whole institutional approach", and so on. 
9. Achievement 
"work is effective", "witness students' improvement in learning", ''active 
participation of students in language activities", "improved relationship with course 
leader", "gain trust from students", "no improvement of students", ~·not effective" 
and so on. 
10. Recognition 
"support from supervisor, course leader, other colleagues and students", "good 
cooperation among colleagues", "appreciation", "cot supportive", "'not 
understanding", "experienced colleagues too busy to help", "experienced colleagues 
rel, •ctant to help" and so on. 
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11. IItl<;r-perso_n!IIJ"elat~00_shil' fro01 peers 
"embarrassed to give comments", "pressure from other non-English language 
teachers'', "criticism from colleagues", "problem in communicating with 
colleagues", "colleagues jealous of my hard work", "relationship between 
colleagues is adversely a!lectcd" and so on. 
From the interviews, there is quite a strong view that achievement implies the 
success of teaching and the success of teaching means the teaching goes in the 
right direction. The responses of some interviewees throw light on this 
perception. 
Rl: "Promotion and increased pay themselves are not that important. However, 
promotion to me is a form of recognition. In other words, the supervisor 
appreciates what I have done." (recognition) 
R2: "! am satisfied when my students show improvement under my help and 
both the supervisor and course leader approve and appreciate my teaching." 
(recognition) 
R3: "I feel satisfied when I get a good feedback from students and see they 
improve in language skills." (achievement) 
R4: "! am satisfied as long as my teaching is effective, welcome by students 
and appreciated by colleagues." (recognition and achievement) 
p.199 
,. 
RS: "I will be much dissatisfied if none works with me. Without their support, 
I can do nothing." (recognition and achievement) 
R6: "The most important of all is the recognition received from all different 
people in the institution and everything goes on as I plan. I know that I can 
really help my students." (recognition and achievement) 
R7: "When I receive admiration and observe positive change from my students, 
I can be assured of my ability and the worth of my teaching work." 
(recognition, achievement as a reflection of ability and worth of work) 
R8: "I am satisfied when my work is fruitful as planned. Good feedback on 
teaching, group tutorial and individual consultation can assure my ability." 
(achievement as a reflection of ability) 
R9: "Establishing a good rapport with students makes me feel th2.t I have 
chosen the right career. Students' willingness to learn from me and take me as 
a learning model tell me that I have good personal qualities and I am capable. I 
feel exceptionally happy about these." (achievement as a reflection of ability 
and self-worth) 
Furthermore, in case of under-achievement, recognition or support from other 
persons in the school still can assure the worthiness of the PCE English 
language teaching. With such support, future improvement or achievement can 
be anticipated. The interviews below give a good portrait of it. 
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Rl: ''I need the support from the supcrv1sor and course h.!adcrs. When I am 
criticized or complained by my students, I would query whether I am going in the 
right way or not. I r I l:an gain support, I can be a'isured that I am working in the 
right direction. It is only in a right direction that I can bt! confident of trying again 
and making improvement next time even though I tb.il at the moment.'' 
R2: ''I feel most dissatisfied because the other non-English course colleagues 
criticize that language teaching is not cost-effective. Such prejudiced views they 
hold :nake me feel that we can hardly accomplish our teaching aims in future. In a 
nutshell, I am not able to get any opportunity to make any improvement to attain 
success. 
., 
Therefore, from the discussion above, it is very likely that the lack of both 
achievement and recognition would ruin the anticipation of future success and the 
conception of worthiness of the work. This certainly leads to job dissatisfaction that 
can be demonstrated clearly by the following responses. 
Rl: "I feel unhappy when the learning problems of my students become worse. It 
will be much worse if students lodge complaints against my teaching.'' 
R2: "Dissatisfaction comes mainly from the negative w.nments from the supervisor 
and course leaders and the failure to deliver a language activity. These bring no 
justification to my hard work. It seems that one criticism can deny the worth of all 
my work." 
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In order to show the relative importance of each of the sixteen factors, Table 3 8 is 
formulated to indicate the number of references made by the respondents to each of 
the sixteen items from Herzberg's checklist. 
Table 38: \V~ighting ofl:[erzb~J'g's_factors i_n_tesultingjob sat!sfaction 
and j<J_b_ d issatisfacti()ll_oftfler_espoEden t~ 
· Factor Valid Percentage 
·--
· Satisfaction :Diss.atisfactiO:D' 
-
Recognition 45.0 26.7 
Achievement 24.8 36.6 
Possibility of growth 3.5 0.0 
Advancement 1.4 1.2 
Salary 2.5 2.4 
Interpersonal relationship (superior) 0.0 0.0 
Interpersonal relationship 0.0 2.6 
(subordinate) 
Interpersonal relationship (peer) 1.6 0.8 
Supervision (technical) 2.5 0.0 
Responsibility 2.5 7.6 
Company policy and administration 4.6 8.4 
Working conditions 3.2 5.6 
Work itself 4.7 5.5 
Factors in personal life 1.2 0.0 
Status 2.5 0.0 
Job security 0.0 2.6 
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As each tactor was mentioned more frequently by different respondents, the more 
significant it became as a common factor. From the results in Table 38 above, it is 
obvious that both achievement and recognition are the main !actors to both job 
satisfaction and job dissatisfaction. Nevertheless, recognition has a stronger 
weighting in bringing about job satisfaction whereas lack of achievement bears a 
stronger weighting in leading to job dissatisfaction, 
Another common factor affecting job satisfaction is the support to the teachers. The 
following table (Table 39) indicated the sample distribution of sources of support to 
PCE teachers who responded to Question 6 of Section VIII. 
Table 39: Sam~ distribution of sotJ_rces_!)f SU(lJ10r:t to_P(;E;_!~ache!S 
- - --
9.5 
Friends 6.7 
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In the institution setting, the support of English language teachers comes 
mainly from their close working partners, other colleagues (22.4%) and course 
leaders (26.8%). This may be attributed to the fact that these close working 
partners would share a more common rationale and attitude toward what they 
work on. Also, although the course leader is responsible otlicially only for 
course management, their professional knowledge and skills are an important 
support to PCE colleagues, especially in planning the whole syllabus and 
sharing effective means of conducting language activities in teaching the 
students. 
Nevertheless, the support from supervisors and students are comparatively 
lower, being 9.5% and 8.7% respectively (Table 39). If the whole institution 
approach is to be successful, the deficiency in this aspect should be remedied. 
In fact, the qualitative data reflects that the interviewees do admit the 
significance of the support from both the supervisors and course leaders in 
order to improve the present situation. This is suggested in the following 
sample responses: 
Rl: ''Institutional recognition, course leaders' concern, supervisors' support 
and students' appreciation let me know what I have taught are right and what I 
should persist and continue." 
R2: "If the supervisor does not approve, I can do nothing. If course leaders are 
not co-operative, the collaborating atmosphere will make me very upset." 
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R3: "The course leaders and other PCE teachers are another important source 
of support because we are working in the same institution, and experiencing 
similar problems." 
R4: "Colleagues' support is even more important than the supervisor's because 
they are the front-line workers. The effectiveness of the English language 
teaching depends very much on the attitude which is out of the control of the 
supervisors. However, the supervisor and the middle management level can do 
something to foster such supportive climate." 
RS: "The supervisor has the authority and say to put plan to action. If most 
PCE colleagues have the same belief, we can work hand in hand and assure the 
worth of what we do 
Last but not least, it is worth noting that considerable number of respondents 
(17.6%) gain support from their religion. This can be especially important 
because their religion can back up PCE teachers to believe firmly on the value 
of their teaching even though it takes a long time to see the outcome. 
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5.4.4 Question 7: J)oPCEtcacl:er~perccivcthat the absenceofjob 
sati~faction is equivalent to job dissatisfaction, 
or docs there exist a 'neutral state'? 
Based on the phone interviews, it was found that there is not a ':mtisfaction' or 
'dissatisfaction' dichotomy but that there exists a third domain in between. 
This is what the researcher calls a 'neutral state'. Although the interviewees' 
answers to these two questions are diversified (some agree with both, some 
disagree with both and some agree with either), a general common perception 
about job satisfaction can be generated from their responses. 
Firstly, one's expectation of the demands of the job is essential in determining 
the resulting satisfaction or dissatisfaction. Its attainment leads to satisfaction 
while its non-attainment leads to dissatisfaction. Secondly, the gratification in 
the 'work' facet is the most important factor contributing to job satisfaction. 
Thirdly, the feeling of dissatisfaction may be counteracted by the gains in such 
extrinsic factors as authority and monetary benefit. The following statements 
taken from a sample of respondents indicate the possibilities. 
A: The existence ofthe 'neutral state' 
Rl: "Without frustration and recognition, we may stand in a neutral state." 
R2: "Being unable to get satisfaction does not mean I'll be unhappy. I can be in 
a neutral state or indifferent." 
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R3: "One would not be dissatisfied if he can deal successfully with the routine 
work. However, the work is such a routine that he cannot feel satisfied. If a 
job does not impose challenges to me, I would have neither job satisfaction nor 
job dissatisfaction." 
B. ~ttainment of expecta_!i~.rt_~~ job deman_<l as a de_!e!lllining 
factor ofjob satisfaction 
Rl: "It all depends on whether your expectation is met and I am convinced that 
we can talk about satisfaction and dissatisfaction only when we have 
expectation over the job." 
R2: "Our job may go on the same day by day without any faults. However, 
this cannot bring any joy to me. Such job bears no meaning to me, and I 
would not be satisfied." 
R3: "Some people may experience no dissatisfaction and satisfaction because 
their goal is not set on the work itself. They do not treat it as a source of 
satisfaction but a way of making a living." 
R4: "My goal of taking up a job is to pursue job satisfaction. If I am never 
satisfied, there is no reason I should keep doing the same thing. We do have 
certain expectations over our job. If we cannot attain them, we will be 
dissatisfied." 
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RS: "Each job has its own meaning which requires us to work to. We may 
also orient our expectation to di!Terent jobs according to their meanings. 
Satisfaction means the attainment of the expectation specific to the job. 
However, one may not be attracted to 1l1e meaning of the job but the benefits 
offered by it." 
R6: "When you have to do something that cannot satisfY you, you cannot enjoy 
the process. If you cannot make meaning out of the job, why should there be 
no dissatisfaction? Unless you just want to make a living out of it. Therefore, 
no dissatisfaction means·things go as you expect so I would be quite satisfied." 
Note: Though the words 'meaning', 'goal' and 'expectation' appear 
interchangeably in the phone interviews, the researcher purposely used 
'expectation' as an inclusive term in the headline. It is because if something 
bears meanings to one or one set goals on something, one would have 
expectation over it. 
C. Dissatisfaction can be counteracted by some extrinsic factors 
Rl: "One may not feel dissatisfied if he has established an authority figure in 
the organization and get hold of t11e power to mobilize resources. He may be 
satisfied with all these he owns even he may not get satisfaction from the work 
itself." 
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It seems that whether one r.an be satisfied, dissatisfied or remain neutral 
depends on his expectati'ons on the job, For one without any expectations, no 
sense of satisfaction or dissatisfaction can be activated. For one with 
expectation, the gratification of the expectation leads to satisfaction while the 
non-gratification leads to dissatisfaction. In this sense, it seems to be a 
continuum between the ends of satisfaction and dissatisfaction and the level of 
satisfaction or dissatisfaction depends on the degree of at~ainment of 
expectation one achieves. 
It appears that the "non-gratification of satisfiers (intrinsic !actors)" plays a 
much more important part than "gratification of dissatisfiers (extrinsic factors)" 
in leading to job dissatisfaction. At least this appears to be true for the 
English language teachers in this study, 
In other words, similar to some past research, the findings in this research do 
not support Herzberg's Motivation-Hygiene Theory (Robbins, 1994). 
Specifically, the findings do not support the application of Herzberg's 
Motivation-Hygiene Theory with respect to PCE .Part-time English language 
teachers. Some of the key findings which appear to conflict with Herzberg's 
Theory include the following: 
I. In Herzberg's Theory, dissatisfaction results only from the non-
gratification of dissatisfiers/extrinsic factors. However, in this research, 
dissatisfaction results mainly from the non-gratification of satisfiers/intrinsic 
factors. 
p.209 
2. In Herzberg's Theory, a neutral slate results from gratification of 
dissatisfiers and non~gratification of satisfiers. However, in this research, a 
neutral stale appears only when one has no strong delined expectations over 
the job. 
3. Although most of the respondents disagree with the statement that 'absence 
of satisfaction is equivalent to dissatisfaction or vice versa', there is still no 
strong support to Herzberg's Theory that satisfaction and dissatisfaction are 
two separate domains. This is because when talking about job satisfaction, 
the respondents seem to look at the satisfaction level from two separate 
aspects, extrinsic and intrinsic. Their overall satisfaction may depend on to 
which aspect they direct a stronger expectation. Maybe within each aspect, 
satisfaction and dissatisfaction are falling on the extremes of a continuum. 
This area may need further investigation. 
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5.4.4.1 Conclusion 
The purpose of this section related to Research Question 7 is to find out the 
perception of PCE teachers as to whether the absence of job satisfaction is 
equivalent to job dissatisfaction. One of the intentions was to examine the 
application of Herzberg's Motivation-Hygiene theory to PCE part-time English 
language teacher. 
From the qualitative data, a postulate of the dynamics of attaining job 
satisfaction and dissatisfaction can be formed: 
When one bears no defined expectation over the job, there is no 
concern with respect to the gratification/non-gratification of the 
satisfiers/dissatisfiers. Therefore, one would remain neutral. On 
the other hand, when one bears a defined expectation over the job, 
the attainment of the expectation leads to satisfaction while the 
non-attainment leads to dissatisfaction. The expectation can be 
intrinsic or extrinsic, depending on the needs of the person. 
However, this does not necessarily mean that this finding can be applied to all 
kinds of jobs and people. Based on Maslow's Theory (1965), different people 
may have needs at different levels. Some may look for extrinsic rewards 
while some may look for intrinsic rewards. Therefore, for those looking for 
extrinsic rewards, they may be dissatisfied upon the non-gratification of 
extrinsic factors. Similar relationships may exist for other combinations of such 
factors. 
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CHAPTER SIX: CONCLUSION 
In order to sustain economic and social progress, the community expects a high 
quality education tor every child. The government has promised to allocate a 
huge investment toward education in the coming years. It is ridiculous to say 
that we should pay attention to teacher education and development on one hand, 
and ignore the causes of high level of teacher turnover rate on the other hand. 
Previous research on job satisfaction has viewed dissatisfaction as a strong 
correlate of turnover. A low measure on job satisfaction often precedes the 
intention to leave. 
Starting in 1990, the Government has continued to invest a huge amount of 
resources in the expansion of education and in the improvement of the quality 
of adult education. However, the success of education docs not depend only on 
the resources but relies heavily on the ability to encourage high quality teachers 
to commit to lifelong careers as educators. Once the dissatisfaction factors have 
been identified, corrective measures can be taken to reduce dissatisfaction and 
encourage teachers to remain in the vocation. 
To retain well-qualified teachers in their profession, the strategy adopted by the 
government is mainly through compensation. Little has been done on the other 
areas which may lead to dissatisfaction. A substantially high wastage rate in 
the past few years clearly shows that teachers are not merely working for 
money. The motivation to explore the factors affecting job satisfaction and 
dissatisfaction among PCE part-time English language teachers in Hong Kong 
arouse from the desire to reduce labour market tensions by identifying factors 
that might lead to lower rates of teacher turnover. Once information IS 
available, corrective actions can be taken to reduce dissatisfaction. 
p.212 
' 
The following is a summary of the previous chapter that highlights the key 
findings so far as the !actors atlecting job satistaction and job dissatisfaction 
are concerned. 
6.1 Fa.,tor~_Affecting_.Job. Satisfaction 
I. For the et1ects of Age and Teaching Experience, V-shapc functions were 
observed with the facet of 'pay', where rninimum pay was observed for the 
"31-40 years old" age group (See Table 23) or "4-6 terms" teaching 
experience group (See Table 24). 
2. Teachers in the sample were neither satisfied nor dissatisfied with their 
Work and Pay (See Table 10). They were also "neutral" with respect to 
their overall job satisfaction. 
3. Teachers in the sample were quite satisfied with their Supervision 
(Weighted Mean = 1.74) and Colleagues (Weighted Mean = 1.76). As 
mentioned in the previous chapter, the changes in mid-1990s might 
contribute to the satisfaction in these two facets (Sec Table 10). 
4. Work facet carried a correlation (r = 0.4176**) with the desire of changing 
the job whereas Pay had no linear relationship with the desire of changing 
(See Table 17). Thus Work facet played a significant role in determining the 
overall job satisfaction and the desire of changing the job. 
5. The five facets (Work, Pay, Promotion, Supervision and Colleagues) did not 
bear equal weightings in determining the overall job satisfaction of a PCE 
English language teacher (See Table I 0). 
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6. Job satisfaction ofPCE teachers was signilicatltly related to the mean scores 
of major subject taught (See Table 13 ). 
7. Intention to change the present job was negatively related to job satisfaction. 
Subject teachers withNlt a major in that subject showed greater intention to 
change their present job and intention to change the present job was 
negatively related to job satisfaction (See Table 16). 
8. Correlation of intention to change to teach another major subject with score 
of job satisfaction of major subject taught was significant (r=0.395, p<0.001) 
(See Table 16). 
9. Correlation of intention to change to teach another minor subject with score 
of job satisfaction of minor subject taught was significant (r=0.382, p<0.001) 
(See Table 16). 
10. Correlation of intcntinn to change the present job with score of job 
satisfaction of all items was significant (r=0.456, p<O.OOI) (See Table 16). 
ll. Correlation of intention to change the present job with score of job 
satisfaction of major subject taught was significant (r=0.473, p<O.OOI) (See 
Table 16). 
12. The intention to change the present job (teaching profession) was highly 
related to the scores of job satisfaction of teaching another m'\ior subject 
(r=0.412, p<O.OOl) (See Table 16). 
13. 11Je one-item overall job satisfaction is positively correlated with the desire 
of changing the present job as PCE English language teacher (r=.4235**) 
(See Table 17). 
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14. Of the other live groups, "21-30 years old" reported the lowest means lCJr 
Pay, Promotion and Colleagues, namely, 1.32, 0.73 and 1.59 respectively 
(Sec Table 23). 
15. Older teachers generally had more years of teaching experience, and a large 
portion of teachers in the "31-40 years old" age group were those with "7-9 
terms" of teaching experience (Sec Table 24). 
16. Of the six groups, teachers in Hong Kong University reported the greatest 
satisfaction in both Pay (mean~ 1.81) and Promotion/transfer (mean~ 1.09) 
(See Table 25). Teachers in both Hong Kong University and Chinese 
University of Hong Kong were relatively more satisfied with their Pay and 
Promotion/transfer. 
17. Teachers of English for primary level reported the greatest satisfaction for 
Pay (mean = 1.55) whereas teachers of un~ergraduate group reported the 
greatest satisfaction for Colleagues (mean ~ 1.96) (See Table 26). 
18.From Table 29 as well as the interviewees' responses, both sex and marital 
status had no significant independent or combined effect on the overall job 
satisfaction level. 
19.The trained group had a higher satisfaction level (mean~ 1.9586) than the 
untrained group (mean = 1.6453) at a significance level of p<0.05 (See 
Table 31 ). Most interviewees expressed that a tailored-made training course 
was important in developing instructional skills in order to meet their needs. 
20. The type of institution was not a significant factor in determining the job 
satisfaction level of the English language teacher (See Table 33). 
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21. Teaching experience had no significant effect on the overall job satisfaction 
level of English language teachers (p>0.05) (Sec Table 34). 
22. Both achievement and recognition were the main factors to job satislaction 
but recognition had a stronger weighting in bringing about job satisfaction 
(See Table 37). 
23. Both qualitative and quantitative data reflected that major support to PCE 
teachers came mainly from course leaders (46.8%) and other colleagues 
(32.4%) whereas support from supervisors (21.2%) and students (21.5%) 
were comparatively low (See Table 38). 
24. To sum up, age, teaching experience, institution type, major teaching level, 
sex and marital status, teacher training received had no significant effect on 
the overall job satisfaction. 
p.216 
,. 
6.2 Factors~ Affcding .Job Dissatisfaction 
I. A relatively large dispersion of scores in Promotion, Supervision and 
Colleagues scales (S.D.=0.64. 0.73, 0.62 respectively) indicated that there 
was relatively low agreement among teachers in these three facets (Sec 
Table I 0). 
2. A significantly low score of the weighted mean for the Promotion scale 
(weighted mean = 0.88) indicated that teachers in the sample were very 
dissatisfied with their opportunities for promotions or transfer to full-time 
posts (See Table I 0). This was more significant to those teachers with "31-
40 years old" age group (See Table 23) or "4-6 terms" teaching experience 
(See Table 24). It would continue to be the main source of job 
dissatisfaction in the PCE teaching profession unless the supervisors started 
to remedy this aspect in the PCE teaching profession. 
3. From the interview, the education market was in lack of qualified English 
Language teachers and so graduates majoring in English Language had 
more job opportunities. It was not a matter of teaching method but a matter 
of academic qualitication. 
4. From the interview one factor leading to job dissatisfaction was the lack of 
both achievement and recognition. This would ruin the anticipation of future 
success and the conception of worthiness of the work. 
5. PCE English language teachers teaching primary level students (mean=l.55) 
are relatively less satisfied with their colleagues (See Table 26). 
p.217 
,. 
6. Both achievement and recognition were the mam fhctrus to job 
dissatistaction but lack of achievement had a stronger weighting in leading 
to job dissatistaction (Sec Table 3 7). 
7. There was a continuum between the ends of satisfaction and dissatisfaction, 
but the level of satisfaction or dissatisfaction was dependent on the degree 
of attainment of expectation one achieves (See Tables 38-39). 
8. From the interview, for the PCE English language teachers in this research, 
the "non-gratification of satisfiers (intrinsic factors)" played a much more 
important part than "gratification of dissatisfiers (extrinsic factors)" in 
leading to job uissatisfaction. Dissatisfaction resulted mainly from the non-
gratification of satisfiers/intrinsic factors. 
To conclude, this study has a strong message for those who would like to 
improve the quality of our Professional and Continuing Education. As the 
current practice places too much emphasis on the structure of compensation as 
a "quick fix" for problems of teacher recruitment and motivation, the findings 
in this study suggest that the other facets such as promotion are also critical. 
The only way to identify new areas of dissatisfaction that may emerge is with 
the use of standardised instruments to measure trends in job satisfaction over 
time. The consequences of dissatisfaction are detrimental not only to the 
quality of working life of the individual teacher but to their institutions and the 
public they serve. Therefore, early recognition of job facets that are in need of 
improvement should help in the retention of high quality teachers in our 
education. In view of the findings of this study, several recommendations have 
been made in the next chapter. 
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CHAPTER SEVEN: LIMITATION AND RECOMMENDATION 
7.1 Limitation 
There are several limitations for this study and readers should be aware of the 
following limitations which hinder the generalizability of the findings. 
I. The teachers were not observed in their school and classroom teaching settings. 
Instead, data were collected by means of questionnaires and interviews. Thus, 
information on items such as teacher's characteristics and job satisfaction is 
subject to the influences of personal perceptions and honesty of individuals. In 
addition, data in this study were only gathered from patt-time English 
Language teachers, but not from others who might co .. Jment on the teachers 
(such as PCE supervisors, teachers form other disciplines and students). The 
information generated can therefore only reflect the perceptions of the patt-
time English Language teachers. 
2. As revealed by the relatively low reliability coefficient of the Pay (Part A) 
scale, the appropriateness of items in this scale should require further 
examination. Moreover, low corrected item-total correlations for some items 
may indicate that those items are problematic. To have a more accurate 
assessment of the psychometric properties of the instrument developed in this 
study, the Item Response Theory (IRT) proposed by Hulin (1987) can be 
applied. Therefore, the psychometric properties of the developed instrument 
need further examination. 
3. As a first systematic study of PCE teachers in Hong Kong, the researcher 
chose to cover breadth rather than depth in the survey to acquire a more 
comprehensive picture. Thus, inevitably, the survey could only provide 
descriptive knowledge of the various aspects but not in-depth understanding of 
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the underlying causal relationships. Further investigations as guided by the 
findings of this study arc necessary for deeper understanding of particular 
aspects of PCE teachers. 
4. The variation in results between Part A and Part B (scale means) leads to the 
conjecture that method bias may exist in the two-part design of the instrument. 
As the standard deviations for scales in Part B arc substantially larger than the 
corresponding scales in Part A, a single-item in Part B may be a more inclusive 
measure than multiple-items in Part A (Scarpello & Campbell, 1983). To 
make a quantitative assessment of possible method bias, the AN OVA model 
recommended by Kavanagh et al. (1971) can be used. The possibility of 
method bias may require further validation. 
5. The sample size is not large enough to embrace all of the population. In this 
research, i:here is a large number of individuals working in a variety of settings 
and specific minority groups could be missing. This study has utilised a 
sample of 802 part-time teachers !rom nearly all PCE institutions in Hong 
Kong. If further research is to be conducted on this topic, a larger sample can 
be used to explore teachers of all PCE institutions and disciplines other than 
English language courses. A larger sample will, of course, produce more 
reliable results for generalisations over the entire population of part-time 
teachers of PCE in Hong Kong. 
6. The results computed in this study are based on the data from respondents who 
were willing to return their questionnaires. Those who are unwilling to 
respond may be the most dissatisfied group, or they are so apathetic to their 
jobs that they do not even bother to complete any questionnaire relating to 
their jobs. Therefore, the results computed here may be an overestimation of 
the job satisfaction among the population. Perhaps, personal interviews with 
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those teachers who have quit their jobs could be valuable m collecting 
additional information about the causes of job dissatisfaction. 
7. Facet importance may be a significant moderator of facet satisfaction. To 
interpret the results in Part A of the instrument in this study, the basic 
assumption is that the amount an individual has received in a facet is linearly 
related to his/her satisfaction with that facet, regardless of the importance an 
individual places on that facet. However, previous research (Butler, 1983; 
Mastekaasa, 1984; Rice, 1991) has indicated that the relationship between 
facet amount and facet satisfaction is stronger for respondents reporting high, 
rather than low, facet importance. Therefore, the mediating effect of the facet 
in determining job satisfaction requires further research. 
8. Last but not least, the limitation of quantitative method was compensated by 
phone interviewing thirty teachers in various institutions. It would be better if 
more interviews could be conducted with teachers in a variety of PCE 
institutions. 
To sum up, though PCE is characterised by its large number and multifariousness, 
there is one common situation shared by most PCE institutions in Hong Kong 
and elsewhere. The common point is their employment of a large number of 
part-time teaching staff. Therefore, by drawing a sufficient sample of part-time 
teachers from typical PCE institutions in Hong Kong, the researcher should be 
able to cast light upon the employment of part-time teachers in PCE in general. 
As a result, it is hoped that the study is able to generate some typical descriptions 
of part-time teachers and produce some specific insights into the situation of 
typical PCE institutions for more effective management of part-time teachers 
with a view to improving teacher effectiveness for the benefit of adult learners. 
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7.2 Recommendation 
Job satisfaction of teachers is very much related to the academic qualification 
possessed by them. With appropriate academic qualiJication, one can teach 
successtully and competently in one's subject. This benctits the students in return. 
Seeing the distinct improvement of students' academic work, teacher thus gains 
great sense of achievement. Studies by Savage (1967) showed that achievement 
was also one of the tactors that contributed to job satisfaction. Since 32.2% of 
English Language teachers were not major trained, it was easy to understand why 
the scores of job satisfaction of many English Language teachers were low. Yee 
( 1990) mentioned that competence and success in teaching were highly related to 
job satisfaction. An important criteria for a teacher to teach successfully was 
his/her academic qualification. 
On the other hand, Adamason (1993) pointed out that "in addition to general 
English proficiency, two important components of academic competence are 
background knowledge of the content materials and effective study skill.''' Bruce 
and Blackburn (1992) also stated that job satisfaction was related to employee's 
performance and one of the criteria to have better performance was 
professionalism. In a 1993 local survey of Hong Kong teachers' attitudes towards 
professionalism, Yu found out that professionalism was related to commitment 
and devotion. The study of Yu was consistent with overseas research done by 
Forsyth (1985). 
As teachers are the frontier practitioners in everyday education processes their 
perception of their own job cannot be neglected if we want to retain experienced 
and well qualified teachers in order to upgrade the effectiveness of Professional 
and Continuing Education (PCE). Understanding their work itself and the 
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perception on their work helps the PCE administrators to offer support to them by 
redl:signing and redistributing teachers' duties so that teachers' job satisfaction 
may be enhanced. After analy~ing the data and interviewing a number of 
teachers, the following recommendations were made to enhance job satisfaction 
and to minimise job dissatisfaction. 
7.2.1 Recommendation One 
The Government should find ways to enhance the acad~mic 
qualific2tion of English language teachers. 
Consistent with other research findings (Wong, 1989; Wu, 1996; Li, 1993), job 
satisfaction was significantly related to major subject taught and intention to 
change the teaching profession. Scores of job satisfaction of language teachers 
were lower than those of the other teachers. Scores of English language teachers 
without a major in the area of language were low. The survey showed that many 
English Language teachers were not majoring in the area of language. In this 
study, 32.2% of English language teachers did not have a major in the area of 
English language (Table 8). In a >urvey cunducted by the Statistics Section, 39% 
of English language te~chers did not have an English major as compared to only 
13% of Chinese language teachers who did not have a major in Chinese 
(Statistics Section, 1995). 
In the interviews with PCE English language teachers and course leaders, they 
agreed that if teachers were not major trained, they may not be competent in their 
teaching. Undoubtedly, the most urgent action is to solve the shortage of English-
majored English language teachers. Educational administrators should find ways 
to increase the number of English language graduates and post-graduates. 
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Providing more places for English language discipline in lhc eight universities 
could be an effective solution. 
In the consultation document of Education Commission Report Number Six, the 
proficiency of language teachers had been questioned (Education Commission, 
1995). The Commission made live recommendations to upgrade the quality of 
language teachers. One of the recommendations was the concept of 'benchmark' 
qualifications for all language teachers. The Education Commission also 
recommended that new language teachers who had not been trained to teach that 
language should have early opportunities for 'first-aid' advice and training 
(Education Commission, 1995). Based on this, it is necessary to enhance the 
academic qualification of teachers in order to enhance the job satisfaction of them. 
It is hoped that the recommendations made by the Education Commission to 
enhance academic qualification of language teachers will come true in the near 
future. 
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7.2.2 Recommendation Two 
----- --------- -- --- --- . --
PCE departments should find ways to reduce the heavy workload of 
English language teachers. 
This study (Table 11) showed that among the 18 items that constituted the score 
of job satisfaction of major subject taught, four of them were under 1 (the neutral 
score should be 1.5). They were "endless workload" (0.5), "too much to do" (0.8), 
"tiresome" (0.4) and "stressful" (0.7). Tiresome ranked first. The next frequently 
mentioned factor which bothered teachers most in teaching the major subjects 
was the heavy workload. In the study, the scores on items concerning the 
workload of English language teachers were low and the low scores indicated 
low satisfaction. 
Complaints on heavy workload were received from teachers with an emphasis on 
the marking of students' assignments. English language teachers have to mark a 
variety of assignments. Marking of composition was the most tedious and time-
consuming job for the language teachers. This problem can be solved if the PCE 
department can decrease the teacher-student ratio in English language classes. 
In the interview with English language teachers of English, they commented that 
two periods less per cycle could not compensate the workload on marking 
students' assignments such as composition. They complained that they had to 
sacrifice their family time to finish the endless marking. They had to spend a lot 
oftime in marking. The heavy marking resulted from guidelines suggested in the 
Education Commission Report Number Six. It discussed the decline in students' 
English language standard and suggested that English language teachers should 
put extra time and effort in the preparation of teaching materials and in the 
marking of students' assignments (Education Commission, 1995). 
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After striving for years, some PCE institutions were allowed to employ one 
additional part-time technician to man the language laboratory. Could this 
additional technician solve the problem of heavy workload? Of co"rse not. 
Pressure comes with heavy workload and stress (Dunham, 1984; Rogers, I ?92). 
Stress is highly related with turnover rate (Turch, I 980; Farber & Miller, 1981; 
Tse, 1982). Rogers (1992, p.3) pointed out that "tor many teachers there is a 
physical, psychological and spiritual wear and tear". Besides, Dworkin (1987) 
pointed out that "stress of a teacher is negatively related with commitment." Yee 
(1990, p.13) also stated that "workload is a source of stress". A local study on 
stress of teachers, Tse (1982) found out that heavy workload was one of the main 
sources of stress experienced by teachers in Hong Kong. 
One way to solve the problem of heavy workload is to increase the number of 
additional language teachers. To retain qualified and experienced teachers should 
be a priority mission of the Government. Addition of English language teachers 
would not only solve the problem of heavy workload, it would also enable 
teachers to spend more time on individual student's language needs with a view to 
improving students' language proficiency. 
Unnecessary paperwork should be reduced so that the part-time teachers can 
make the best use of their time in providing quality part-time teaching. The 
teaching duty of English language teachers should be reduced so that they can 
work effectively on both the job of teaching and design of interesting language 
activities. 
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7.2.3 Recommendation Three 
PCE departments should encourage and support teachers' 
participation in professional enrichment programmes. 
Staff development planning should start at the institutional level. Of course, it is 
desirable to have a community-wide development programme for teachers in 
PCE. However, it may take years before a big-scale training programme can be 
designed and planned for all teachers involved in part-time PCE teaching in Hong 
Kong. As revealed by the research findings, there is an urgent need for teacher 
training which does not permit delayed attention. It would be faster and more 
efficient for individual institutions to formulate their own training programs for 
their own teachers. 
Each institution should involve itself in a process which gives rise to a staff 
deve:opment plan. The process should maximize teacher participation. Greater 
involvement of teachers in planning will give them an 'ownership' in the 
activities from the beginning. 
More incentives should be used to maximize participation in training activities. 
Part-time teachers may have difficulties in attending in-service activities. Staff 
development planners should ratify the situation by concrete acts that help 
teachers overcome the obstacles to training. In order to encourage participation, 
released time, scheduled training days, remuneration or expenses, and even 
stipends and paid time are warranted. 
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Staff development planners should be given m-servtcc training to help them 
become more effective planners and facilitators of in-service training. Planners of 
training programmes should be properly trained in 0rder to be able to formulate 
plans and activities to train teachers of adults. The training lor PCE teachers 
cannot be a general one. Instead, it should be one specially designed tor PCE 
teaching to equip teachers with the necessary skills in adult teaching. This 
special training program requires planners to be well-versed in all facets of adult 
education and teacher training. 
The needs of PCE teachers should be considered in the planning of in-service 
activities. A survey of a larger scale is recommended at the institutional level to 
collect teachers' opinions on the content and format of the training programme. 
The special needs of some teacher sub-groups should be noted before drawing up 
a plan for teacher development. For example, those less experienced teachers 
may express needs for training different from those more-experienced teachers. 
These different needs might become the subject of special training efforts, which 
should be considered in the planning of in-service activities. Planning needs to 
be done with the awareness that various sub-groups of teachers do have different 
needs. 
This study, with one part of it devoted to the investigation of the training needs of 
teachers in Professional and Continuing Education, would provide a platform for 
a more in-depth study. If a useful staff development programme is to be mounted 
within individual institutions, a survey of the teachers' needs should be 
conducted to include both institutional requirements and teachers' specific 
training needs. For instance, the training course provided to English language 
teachers should cover a range of teacher skills, especially English for Specific 
Purpose skills training. 
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Paul and Robertson ( !970, p.l) stated that "Job enrichment seeks to improve both 
task efficiency and human satisfaction by building into people's jobs, quite 
specitically, 1!featcr scope for personal achbvemcnt and recognition, more 
challenging and responsible work, and more opportunity for individual 
advancement and growth." Yee (!990, p.4) stated that "there is a close link 
between perceived self-efficacy, classroom effectiveness, and job satisfaction." 
Thus, a continuing statT development program is essential for teachers. 
In the interviews with teachers, three complaints were made on matters 
concerning staff development courses. Some supervisors do not encourage (or 
even stop) teachers to take part in the courses which were organized on school 
days. Some administrative boards set up unreasonable quotas for teachers to 
participate in courses which lasted for half a year to one year. Consequently, too 
many courses were offered on school holidays and weekends and teachers had to 
give up their leisure time. 
Supervisors should encourage teaching staff to participate in courses not only in 
areas related to teaching methodology, but also in other disciplines such as 
personal growth or how to reduce stress. It is hoped that supervisors will support 
and encourage their teaching staff to participate in such courses offered on school 
days. To spend resources in professional enrichment of teachers should benefit 
both teachers and students. 
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7.2.4 Recommendation Fonr 
PCE departments should provide more enrichment programmes for 
teachers, especially topics on teacher-student relationship. 
Among the factors which bothered teachers most in teaching major subjects 
(Table II), students' learning attitudes and teacher-student relationship were 
frequently mentioned by the respondents. This finding was consistent with both 
local and overseas research on job satisfaction of teachers. A study by Savage 
( 1967) showed that good personnel relationships with students was found to be a 
motivation, an essential factor contributing to job satisfaction. A local study by 
Wong (1988) showed that interpersonal relationship with students was perceived 
as the most important factor contributing to job satisfaction. Yee (1990) also 
stated that teacher-student relationship was highly related with job satisfaction of 
teachers. 
In the interviews with teachers, they said that they were trained academically and 
professionally, but not in managing interpersonal relationship with students. 
Senior teachers even found that they had generation gap with stucents. They 
were in need of seminars to broaden their minds, to have a better psychological 
preparation, and to have better techniques to improve teacher-student 
relationships. Educational programmes should be conducted for both supervisors 
and all teachers to inculcate in them a proper attitude and understanding of 
students' learning so that a more supportive and understanding relationship can 
be developed. A better teacher-student relationship can enhance job satisfaction 
of a teacher. Thus, PCE administrators should organise more programmes to 
enrich teachers' knowledge in the areas of handling teacher-student relationships. 
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7.2.5 Recommendation Five 
Supervisors should be invited to take part in conferences discussing 
the significance of educational research in the improvement of 
educational practice. 
To meet the drastic challenge of the 21st century and the impact of the return of 
sovereignty to China after 1997, new educational innovations are badly needed in 
the coming few years. Adequate fieldwork research is essential for the 
foreseeable success of any new educational innovation. However, the conduction 
of any fieldwork research involving schools should require the co-operation of 
supervisors. It may be the responsibility of the administrators in PCE 
departments of various institutions to organise seminars for the supervtsors. 
Through participating in those conferences, supervisors can be expected to 
acquire a more positive attitude towards the role of educational research m 
educational practice. Relevant resources should also be provided to enhance 
teaching effectiveness. 
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7.2.6 Recommendation Six 
If the high wastage rate among part-time teachers is to be reduced, job 
satisfaction should be monitored on a continuing and regular basis. 
In December 1995, the consultation document of Education Commission Report 
Number 6 made 38 recommendations to enhance language proficiency in Chinese 
and English in Education (Education Commission 1995). It was sad to see that 
the survey showed that the wastage rate of graduate teachers of English Language 
was 50% more than the wastage rate of graduate teachers of Chinese Language 
and Mathematics. Many factors had contributed to the turnover rate of teachers. 
Previous research on job satisfaction indicated that job satisfaction was highly 
related to absenteeism and turnover. Satisfied employees have lower rates of 
both turnover and absenteeism. Dissatisfied employees were prone to health 
setbacks both physically and psychologically. 
As many researchers have noted (Farkas & Tetrick, 1991; Koslowaky, 1991; 
Wong, 1988), low job satisfaction is an easily observable "symptom" in 
predicting the intention to leave and actual turnover. Indeed, today's high 
wastage rate of PCE part-time teachers has been correctly prophesied by findings 
in Wong's (1988) study. It is only after the areas of dissatisfaction are identified 
that the root causes can be investigated and corrected in time. It is recommended, 
therefore, that the instrument should be administered to a random sample of PCE 
part-time teachers every year provided that further trials and adjustments have 
been done first. The purpose is to establish a data bank of current and 
longitudinal information for those concerned with this problem. 
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7.2. 7 Recommendation Seven 
PCE institutions should provide more opportunities for promotion 
among teachers by refining the career ladders. 
One research finding indicates that teachers have been continuously dissatisfied 
with their opportunities for promotion in recent years. Despite teachers being 
rewarded with an increase in their salary indexed to the inflation rate after each 
year of service, their job titles remain unchanged. A graduate teacher holding a 
part-time language instructor post remains a language instructor unless promotion 
or transfer to a full-time post has been made. As teachers are generally well-
educated people, tangible rewards such as money will not further increase their 
job satisfaction when it exceeds a certain amount. However, a new job title may 
give teachers a sense of recognition, accomplishment and prestige. Therefore, 
Professional and Continuing institutions should ponder over the unique 
grade/rank system that is adopted today. It is recommended that the career 
ladders should be refined and gaps between ranks should be narrowed down. 
Teachers will be more satisfied if they perceive a better chance for promotion and 
have more frequent promotions . 
p.233 
7.3 Suggestions for Future Research 
In view of the shortcomings and limitations of this research, future studies are 
invited so that a better understanding of the relevant lield can be obtained. 
Following arc some issues that may attract future research. 
I. Personality of PCE teachers and course leaders and their relationship with job 
satist3ction. 
2. Attitudes, expectations and roles of supervisors, teachers and students towards 
PCE teaching. 
3. Students' perception of part-time teachers of different age, sex and marital 
status. 
4. Dynamics between different persons m a PCE department of satislied and 
dissatislied teachers. 
5. Cross-cultural study on job satisfaction ofPCE teachers or course leaders. 
Further research with a larger scale on the same topic is needed. It is 
recommended that further research on this topic should be done. This study has 
utilised only a sample of part-time teachers from some PCE institutions in Hong 
Kong. If further research is to be conducted on this topic, a larger sample should 
be used to include more teachers of all PCE institutions. A larger sample would, 
of course, produce more reliable results for generalisations over the entire 
population of part-time teachers ofPCE in Hong Kong. 
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A more extensive study should be conducted to study in greater depth the 
institutional and situational conditions teachers may encounter. To provide more 
useful information for staff development, recommendations should also be 
solicited to suggest how unfavourable !actors can be alleviated. As a result, the 
study would become more useful by presenting problems on the one hand and 
collecting opinions tor possible solutions on the other. 
Cross validation of the findings in this study can be made by a follow-up survey 
using other standardised instrument. The instrument developed in this study taps 
the effects in five areas only: Work, Pay, Promotion, Supervision, and Colleagues. 
As job satisfaction is a multidimensional and complex psychological construct, it 
would be fruitful to administer a follow-up survey using another standardised 
instrument, such as Minnesota Satisfaction Questionnaire (Weiss et al, 1967), 
Face Scale (Kunin, 1955), and Job Diagnostic Survey (Hackman & Oldman, 
1980). As more information on factors causing dissatisfaction becomes available, 
corrective actions can be taken with better assurance of success in improving 
PCE teachers' job satisfaction. 
To conclude, this research is only a starting point in attempting to learn more 
about an essential component in the field of PCE. Courses cannot exist without 
part-time teachers. Continued research attention should be directed towards 
learning more about the characteristics, motivation, and problems encountered by 
non-English language teachers of Professional and Continuing Education or other 
educational levels in Hong Kong. 
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Appendix l: Covering Letters 
Dear TEACHERS, 
Research on Part-time Professional and Continuing Education 
Teachers 
I would like to seek your help in col"pleting the attached questionnaire. Your 
opinions and response will provide useful information to the captioned 
research. 
This research on part-time teachers of English language courses will assist 
me to complete my Ph.D. study at the University of Edith Cowan. Also, it is 
hoped that the study will provide an understanding of the need for more 
effective strategies and policies to support teachers of adults. 
You are assured of complete confidentiality. No one will have access to 
the data except the researcher. Your name will never be used in any way, 
and final reports will include only combined totals and general categories. 
Therefore, you will not be identified and feedback in the form of a summary 
of the research findings will be available if requested. 
It is my wish to solicit your help and share your experience through this 
questionnaire which is easy to answer and take you less than 20 minutes to 
finish. If you have any questions, call me on 2436-8404. I will be most glad 
to answer any questions. 
. Thank you in advance for your help. 
Yours sincerely, 
Joe Wai-kin Ching 
Researcher 
encl. 
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Course Leader, 
English Language Course, 
Professional and Continuing Education Department, 
HKU/HKCU/HKBU/HKPU/CUHK/HKTC. 
Dear Colleague, 
Research on Part-time Professional and Continuing Education 
English Language Teachers 
I am writing to seek your approval and support lor my asking the part-time 
English language teachers to complete the attached questionnaire which 
takes less than 20 minutes to complete. Their opinions and response will 
provide useful information to the captioned research. 
This research on part-time teachers of English language courses will assist 
me to complete my Ph.D. study at the University of Edith Cowan. Also, it is 
hoped that the study will provide an understanding of the need for more 
effective strategies and policies to support teachers of adults. 
Teachers involved are assured of complete confidentiality. No one will 
have access to the data except the researcher. Their names will never be 
used in any way, and final reports will include only combined totals and 
general categories. Therefore, they will not be identified and feedback in the 
form of a summary of the research findings will be available if requested. 
Rest assured that all information provided will only be used for academic 
purposes. 
It would be most helpful if I could brief the centre operational staff about the 
importance of confidentiality of the questionnaire as well as solicit their 
cooperation in the distribution and receipt of the answered questionnaire. 
Should you have any questions, please call me on 2436-8404. Thank you 
very much for your kind cooperation. 
Yours sincerely, 
Joe Wai-kin Ching 
Researcher 
encl. 
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Appendix 2: Questionnaire 
Research Topic: Professional and Continuing Education in Hong Kong: An 
Analysis of the Characteristics and Job Satisfaction of Part-
time Teachers of English Language Courses. 
General Directions : * The questionnaire is divided into seven sections. 
* 
* 
Please read each item care!iJily. 
requested to answer all questions 
2~~onal point of view. 
Your arc 
!rom your 
After you have completed the questionnaire, 
please s_<!al it in the attached envelope and, 
1. hand it to our counter staff on duty at your 
lecture centre; 
OR 2. return it to me direct by using the stamped sell~ 
addressed envelope provided. 
This questionnaire takes you less than 20 minutes to finish. Please give 
your frank response to each question as instructed and your answer will 
be kept strictly confidential. 
************************************************************** 
THANK YOU VERY MUCH FOR YOUR HELP AND COOPERATION 
************************************************************** 
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Joe Wai-kin Ching 
Researcher 
I 
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Section I : Personal/ Institutional Data 
Instructions: Please tick the appropriate box or write on the space provided. 
l. Sex:: [ 1 Male l J Female 
? Acre· .... ~ . [ 
[ 
3. Marital Status: [ 
[ 
Less than 21 
41- so 
1 Single 
1 Divorced 
4. Education: [ 1 Non-graduate 
[ 
[ 
[ 
I 
21- 30 
51- 60 
1 Married 
J Widowed 
[ 1 Graduate 
[ ]31-40 
[ J 61 or above 
[ 1 Separated 
5. Major subject studied at tertiary education: _______ _ 
6. Teacher training: 
[ 1 Colle~o of Education [ 1 Cert EcV Dip Ed [ 1 In training 
[ 1 Non-trained [ 1 Others: --------
7. Which institution(s) do you teach now? 
[ 1 Hong Kong University 
[ 1 Hong Kong Chinese University 
[ 1 Hong Kong Baptist University 
[ 1 Hong Kong Polytechnic University 
[ 1 City University of Hong Kong 
[ 1 Hong Kong Technical College 
8. How many of the above institutions have you taught the part-time courses? 
[ 1 one [ 1 two [ 1 three 
[ 1 four [ 1 five [ 1 six 
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9. Which of the following categories best describes the major types of English 
language courses you teach as a part-lime ProfCssional and Continuing 
Education (PCE) teacher? 
[ I Primary English 
[ I English for Matriculation 
l I Post-graduate English 
[ I English for specific purposes 
[ I English Language Teaching 
[ I Secondary English 
[ I Undergraduate English 
[ I Others: ___ _ 
10. Which of the following categories best describes the minor types of English 
language courses you teach as a part-time Professional and Continuing 
Education (PCE) teacher ? 
[ 1 Primary English 
[ 1 English for Matriculation 
[ I Post-graduate English 
[ 1 English for specific purposes 
[ I English Language T caching 
[ I Secondary English 
[ I Undergraduate English 
[ 1 Others: ___ _ 
II. How many hours per week do you teach as part-time English language 
teachers in PCE (including here and elsewhere)? 
[ I Less than 3 hours 
[ 1 7to 12hours 
[ 1 more than 20 hours 
[ 13to6hours 
[ 1 13 to 20 hours 
12. For how many tenns have you taught in PCE (including here and 
elsewhere)? 
[ 1lto3tenns 
[ 1 7to9tenns 
[ 1 13terms 
p.259 
[ 1 4to6tenns 
[ 1 10 to 12 terms 
---~---·---- ---
Section II: Intention of Making Change 
A. Please usc a live-point scale to show your degree of intention of changing duty. 
0- No intention to make any change 
I- Seldom intend to make change 
2- Sometimes intend to make change 
3- Frequently intend to make change 
4 - Strongly intend to make change 
Please circle a number 
l. intend to teach another major subject 0 I 2 3 4 
2. intend to teach minor subject 0 I 2 3 4 
3. intend to change my present job 0 I 2 3 4 
B. If you have intention to make change, please answer the following questions. 
5. Which major subject do you prefer to teach?----------
6. Which minor subject do you prefer to teach? _________ _ 
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Section III : Part-time Teaching Job 
A. Think of your present part-time teaching job. What is it like most of the 
time? Please classity your teaching job into two categories: The major and 
minor subject taught. 
Describe your present job by putting the appropdatc abbreviations: Y, N or 
0 into the table below 
Y: for 'Yes' if it describes your work 
N: for 'No' if it does not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Feelings Major subject taught 
Important 
Routine 
Satisfying 
Boring 
Interesting 
Professional 
Respected 
Stressful 
Pleasant 
Useful (to society) 
Tiresome 
Too much to do 
Challenging 
On your feet (autonomy) 
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Minor subject taught 
' 
,. 
Feelings Major•subjcct.taught Mino" subJect ta11ght. 
... 
Frustrating 
Simple 
Endless (workload) 
Sense of achievement 
I am satistied with my 
present work m this 
particular area 
B. As a whole, how do you describe your feeling towards your present job? 
( ) Satisfied ( 
Sometimes not 
) Not satisfied ( ) Sometimes satistied, 
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Section IV : Part-time Teaching Pay 
A. Think of your present part-time teaching pay. How well docs each of the 
following words describe your present pay? In the blank beside each word 
below, put 
Y: for 'Yes' if it describes your present pay 
N: ibr 'No' if it docs not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Present Pay: 
income adequate for normal expenses 
no retirement plan 
barely live on income 
income provides luxuries 
msecure 
less than I deserve 
good fringe benefits 
well paid 
unfair 
enough for what I need 
B. As a whole, I am satisfied with my present pay 
( ) Agree ( ) Disagree ( ) Neither agree nor disagree 
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Section V : Promotion/Transfer to Full-time Post 
A. Think of the opportunities tor promotion/traostcr to full-time teaching post. 
How well does each of the following words describe your present situation? 
In the blank beside each word below, put 
Y: for 'Yes' if it describes your present pay 
N: for 'No' if it does not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Opportunities for promotion/transfer: 
good opportunities for promotion/transfer 
opportunities somewhat limited 
promotion/transfer on ability 
dead-end job 
good chance for promotion/transfer 
policies not clear 
infrequent promotion/transfer 
regular promotion/transfer 
promotion/transfer depends on who you know 
discriminatory promotionltransff>r policy 
B. As a whole, I am satisfied with my present opportunities for 
promotion/transfer. 
( ) Agree ( ) Disagree ( ) Neither agree nor disagree 
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Section VI : Supervision 
A. Think of the kind of supervision that you get on your job. How well does 
each of the following words describe this supervision? In the blank beside 
each word below, put 
Y: tbr 'Yes' if it describes your present pay 
N: for 'No' if it docs not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Supervision on present job 
asks my advice 
impolite 
considerate 
too demanding 
quick tempered 
annoying 
knows job well 
interferes with my work 
around when needed 
hard to please 
praise good work 
influential 
does not supervise 
enough 
bureaucratic 
stubborn 
bad 
tell me how I am 
doing 
lazy 
B. As a whole, I am satisfied with supervision on my present job. 
( ) Agree ( ) Disagree ( ) Neither agree nor disagree 
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Section VII : Colleagues 
A. Think of the majority of your colleagues in your institution now. How well 
does each of the tollowing words describe this people'? In the blank beside 
each word below, put 
Y: for 'Yes' if it describes your present pay 
N: for 'No' if it docs not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Colleagues on present job: 
helpful 
slow 
stupid 
kind-hearted 
principled 
smart 
unpleasant 
active 
knowledgeable 
boring 
ambitious 
responsible 
senous 
talk too much 
lazy 
no pnvacy 
narrow interest in doing 
emotional 
B, As a whole, I am satisfied with my colleagues 
( ) Agree ( ) Disagree ( ) Neither agree nor disagree 
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Section VIII : .Job Satisfaction/Dissatisfaction 
Instruction: Please put a' v' for your c~·oicc in the following 
questions 
L To what extent arc you satisfied or dissatisfied with your present job as a 
part-time English language teacher? 
0 much dissatisfied 0 dissatisfied 0 uncertain 0 satisfied 0 much 
satisfied 
2, Do you agree that the absence of job dissatisfaction is equivalent to job 
satistbction'? 0 agree 0 uncertain 0 not agree 
3, Do you agree that the absence of job satisfaction is equivalent to job 
dissatisfaction? 0 agree 0 uncertain 0 not agree 
4. How often do you think of quitting the post of part-time English language 
teacher? 
0 very often 0 often 0 sometimes 0 rare 0 never 
5, What is the most usual way which you use to avoid job dissatisfaction? 
(Choose ONE only) 
0 avoid thinking abo\lt the problems 
0 try to change the environment, e.g. irstitution policy, 
attitude of teachers and students 
0 seek help to solve the problems 
0 lower your expectation on the job 
0 change and adapt your personality to the job 
Onone 
0 others (please specify)-----------
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6. What is/are the source(s) of support as a part-time English language 
teacher? 
(Choose at most 3) 
0 religion 0 friends 0 supervisors 0 course leaders 
0 other colleagues 0 my family 0 students 0 none 
0 others (please specify) _______ _ 
THANK YOU VERY MUCH for answering this questionnaire. 
Your frank response does contribute to the success of this research. You 
are cordially invited to a phone interview which could certainly give the 
researcher a better insight of the factors affecting job satisfaction level of 
Professional and Continuing Education teachers of English language 
courses and the way they tackle with the problems encountered. Please 
fill in the following: 
Contact phone number: _________ _ 
END 
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Appendix 3: Request for modified JDI 
Professor D. Watkins, 
Faculty of Education, 
University of Hong Kong 
Hong Kong. 
Dear Sir, 
Request for using the Modified Version of Job Descriptive Index 
I am a part-time Ph.D. student of the University of Edith Cowan in Australia. 
I am planning to conduct a research on part-time teachers of English 
language courses. It is hoped that the study will provide an understanding of 
the need tor more effective strategies and policies to support teachers of 
adults. 
Having read your article on the modified version of the Job Descriptive 
Index to measure job satisfaction (Educational Journal, Winter 1996, val. 24, 
no. 2), I find the modified version of JDI very useful in my research. May I 
request your permission of using it. Should you have any problem or 
enquiries, please let me know as soon as possible. My fax number is 2191-
7417. 
Your generous help and early reply are highly anticipated. Please accept my 
thanks in advance. 
Yours sincerely, 
Joe Wai-kin Ching 
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Appendix 4: Modified .Job Descriptive Index 
Section 1 : Please tick the appropriate box or write on the space provided. 
I. Age: [ J under 26 
[ l 36-40 
[ ] over 50 
2. Sex: [ ] Male 
3. Marital Status: [ ] Single 
[ l 26- 30 
[ l 41- 45 
[ ] Female 
[ ] Married 
[ ] Divorced [ ] Widowed 
4. Education: [ ] Non-graduate ] Graduate 
5. Teacher training: 
[ ] Cert Ed/ Dip Ed 
[ l 31-35 
[ J 46-50 
[ ] Separated 
[ ] In training [ ] College of Education 
[ ] Non-trained [ ] Others: _______ _ 
6. Teaching experience: years 
7. School type: 
[ ] Government ( ] Aided 
[ ] Private [ ] Prevocational 
[ ] Other (Please specify: ___ ____; 
9. Major teaching subject:-------
10. Major teaching level: ______ _ 
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Section II 
A. Think of your present work. What is it like most of the time'! 
Describe your present job by putting the appropriate abbreviations: Y, N or 0 into the 
table below 
Y: for 'Yes' if it describes your work 
N: for 'No' if it docs not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Work on Present-Job-
Important 
Routine 
Satisfying 
Boring 
Interesting 
Professional 
Respected 
Stressful 
pleasant 
useful (to society) 
tiresome 
too much to do 
challenging 
on your feet (autonomy) 
frustrating 
simple 
endless (workload) 
sense of achievement 
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[ am satistied with my 
present work tn this 
particular area 
B. As a whole, how do you describe your feeling towards your present job? 
( ) Satistied ( ) Not satistied ( ) Sometimes satisfied, Sometimes not 
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Section III 
A. Think of your present pay. How well does each of the t(JIJowing words describe your 
present pay? In the blank beside each word below, put 
Y: for 'Yes' if it describes your present pay 
N: for 'No' if it does not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Present Pay: 
income adequate for normal expenses 
no retirement plan 
barely live on income 
income provides luxuries 
msecure 
less than I deserve 
good fringe benefits 
well paid 
unfair 
enough for what I need 
B. As a whole, I am satisfied with my present pay 
( ) Agree ( ) Disagree ( ) Neither agree nor disagree 
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Section IV 
A. Think ofthc opportunities for promotion. How well docs each of the following words 
describe your present situation? In the blank beside each word below, put 
Y: for 'Yes' if it describes your present pay 
N: for 'No' if it does not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Opportunities for promotion/transfer: 
good opportunities for promotion/transfer 
opportunities somewhat limited 
promotion/transfer on ability 
dead-end job 
good chance for promotion/transfer 
policies not clear 
infrequent promotion/transfer 
regular promotion/transfer 
promotion/transfer depends on who you know 
discriminatory promotion/transfer policy 
B. As a whole, I am satisfied with my present opportunities for promotion/transfer. 
( ) Agree ( ) Disagree ( ) Neither agree nor disagree 
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Section V 
A. Think ofthc kind of supervision that you get on your job. How well does each ofthc 
following words describe this supervision? In the blank beside each word b(!low, put 
Y: for ·yes' if it describes your present pay 
N: for 'No' if it does not des ribe it 
0: if sometimes 'Yes', sometimes 'No' 
Supervision on present job 
asks my advice 
impolite 
considerate 
too demanding 
quick tempered 
annoying 
knows job well 
interferes with my work 
around when needed 
hard to please 
praise good work 
influential 
does not supervise enough 
bureaucratic 
stubborn 
bad 
tell me how I am doing 
lazy 
B. As a whole, I am satis±ied with supervision on my present job. 
( ) Agree ( ) Disagree ( ) Neither agree nor disagree 
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A. Think of the majority of your colleagues in your school now. How well docs each 
of the following words describe this people? In the blank beside each word below, put 
Y: for 'Y cs' if it describes your present pay 
N: for 'No' if it does not describe it 
0: if sometimes 'Yes', sometimes 'No' 
Colleagues on present job: 
helpful 
slow 
stupid 
kind-hearted 
principled 
smart 
unpleasant 
active 
knowledgeable 
boring 
ambitious 
responsible 
serious 
talk too much 
lazy 
no privacy 
narrow interest in doing 
emotional 
B. As a whole, I am satisfied with my colleagues 
( ) Agree ( ) Disagree ( ) Neither agree nor disagree 
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APPENDIX 5: Transcribed Scripts of Data 
from Phone Interview 
The following transcribed scripts of data are categorized according to the 
interview schedule guided questions: 
1. What are the major problems you encountered in your job as a part-time 
teacher'! Are there any troublesome matters? 
• 
11 English language teachers do not share a common vision and goal." 
• "Other colleagues grumble as they expect to change the students' learning 
overnight. They don't appreciate traces of improvement of students but keep 
picking on their faults." 
• "I'm only a part-time teacher and so the supervisor and other full-time 
colleagues may not accept any of my new ideas." 
• "Other teachers hold conflicting view m the way to treat students with 
learning problems." 
• "I don't know how to resolve students' problems because the problems are 
very diversified.~~ 
• 
11! am untrained so I don't know how to start conversation with students inside 
the classroom." 
• " I'm an introvert. I don't know how to mix well with the other colleagues, 
and I am quite unconfident of speaking publicly in front of all PCE teachers 
in the meeting too." 
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• 
11 1 am afraid of making wrong assessment of the class." 
• " [ am untrained. I don't know how to start the language teaching with 
students and identify the causes behind their learning problems. Teaching 
demands a Jot of skills. Without them, it can hardly be effective." 
2. What sort of help would you prefer? 
• 
11 ! am the most junior one in the PCE department so I lack confidence m 
leading the sharing with my colleagues and dealing with problems In 
theoretical basis 11 
• "I am convinced that English language teacher have to attend courses with 
practical before they can teach. If they are not confident of teaching, 
recurring failure would ruin their beliefs." 
• "In the past during teaching, I could not erase the fear that I could not 
understand what students meant and I was not sensitive enough to tackle with 
their learning problems. However, after finishing the training course in 
teaching methodology, my confidence grew. I got a good result in both 
practical and theory assessment." 
• "! gained a lot from a personal growth group, and my wrong concepts over 
teaching were also corrected. After that I took a one-year teaching certificate 
course in a teaching institute where I learnt some useful techniques in 
organizing interactive language activities. These training has changed me a 
lot. I became more assertive, dec;sive ond tactful in problem solving and 
deliver my lessons." 
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3. What is your favourite job activity in PCE teaching'! 
• "I prefer communicative leaching methods in which I am more likely to gain 
positive feedback. Besides, I feel more satisfied in the process of developing 
a mutual trusting relationship with my students. 
• "Apart from routine teaching load, I like playing ball games with my students. 
It gives me a good chance lo chat with them in a casual setting. Job 
satisfaction can be enhanced as I develop the good rapport with my students." 
• "I prefer working wilh students because it makes me happy when the goal is 
attained and the students improve. 11 
• "My favourite job activity is conducting assessments on language skills. Such 
setting allows me to take a good rest following the busy full-time work." 
• "! like doing group tutorial as students prepare their English language project 
of 'street interview' on tourism. 1t requires good skills, patience and trust and 
I genuinely treasure the trusting relationship between teachers and students." 
• "! prefer giving advice to individual consultation. Mass lecture only offers 
superficial touch with students. However, through individual group 
consultation, I can go into the deep mind of my students and help them solve 
the learning problems more effectively." 
4. What can bring you job satisfaction? Why? 
• "Although the workload is increased, my satisfaction level is raised because I 
can get more positive feedback from other people. For example, my 
supervisor accepts my lesson plans. I would enjoy the good experience in 
p.279 
,. 
teaching and ignore the bad ones. One should be sure that if you do not do, 
you can never get satisfaction." 
• 
11 To me whenever I can get a chance to try new things, I feel satisfied." 
• ''Promotion and increased pay themselves arc not that important. However, 
promotion to me is a fonn of recognition. In other words, the supervisor 
appreciates what I have done." 
• "Establishing a good rapport with students makes me feel that I have chosen 
the right career. Students' willingness to learn tram me and take me as a 
learning model tell me that I have good personal qualities and I am capable. I 
feel exceptionally happy about these." 
5. How do you cope with dissatisfaction'? Is the strategy effective? 
How does the strategy affect your job satisfaction? 
• "Up till now, it is still difficult for me to encounter the criticism from my 
course leader and supervisor. Their expectation is too high. I sometimes have 
to make concession in the meeting with other groups." 
• "With regard to the failure to work effectively from a macroscopic 
organizational perspective, I prefer putting more effort to my own class. 11 
• "! feel most dissatisfied because the other non-English course colleagues 
criticize that language teaching is not cost-effective. Such prejudiced views 
they hold make me feel that we can hardly accomplish our teaching aims in 
future. In a nuUhell, I am not able to get any opportunity to make any 
improvement to attain success. u 
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• "I feel unhappy when the learning problems of my students become worse. It 
will be much worse if students lodge complaints against my teaching." 
• "Dissatisfaction comes mainly ffom the negative comments from the 
supervisor and course leaders ami the failure to deliver a language activity. 
These bring no justification to my hard work. It seems that one criticism can 
deny the worth of all my work." 
6. Do you think your sex, marital status and age would have any positive or 
negative effect on your work? 
• "Teaching is definitely a job not suitable for <•nes over 60 because students 
would be reluctant to express their problems to old teachers who physically 
makes no difference tram their parents. Besides, they may lack energy to 
organize all sorts of activities. 11 
• "The negative side of aging is the building up of a cultural gap with students 
while the positive side is the accumulation of experience which gives me 
confidence in handling cases of different problems." 
• 
11Aging can widen the gap between m'! and the students. However, after 
joining the orientation programme, I learn how to develop a good rapport 
with my students, and this can bridge the gap." 
• "When ones get older and more experienced, they become more tactful and 
mature in dealing with other persons in the school. However, there would be 
generation gap between us and the students. We can hardly echo with their 
feelings." 
• "I do not encounter such problem right now. However, aging would lead to 
generation gap which really worries me. Hopefully, this problem can be 
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alleviated by experience and polished interpersonal skills. Besides, I can 
build up an authority figure among my colleagues so they would not criticize 
me anymore when we have conflicting views. At least, they have to keep 
their bad words. 11 
• "Sex makes no di!Tcrence. Different genders have their own roles to play and 
their strengths. 11 
• "Female English language teacher are better. However, if the male teachers 
are gentle enough, it would not be a problem. Usually a rough-mannered 
teacher cannot be a successful language teacher." 
• "Male English language teacher is in an inferior position. He has to be 
sensitive and careful enough in dealing with the learning problems of female 
students. However, female English language teacher is free to express her 
concern by suitable body contact. Besides, she does not resist to bear the 
motherly image in front of students." 
• "! guess that female English language teacher would be in a better position to 
deal with students and colleagues. Female teachers are regarded as 
trustworthy. Besides, in the school setting there are more female colleagues. 
It is more convenient to make collaboration. Furthermore, females are more 
flexible in tackling with problems and ready to make compromise" 
• "It is my firm convicdon th~t it matters not much. I would be on the alert 
when dealing with female students. After the assessment of the nature of the 
problem, I can refer the case to a female English language teacher." 
• • 
1There is not much difference. u 
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• "After marnage, I become more confident of myself. With my own 
experience, [ can present in a more convincing and mature way. Furthermore, 
I can win the trust from my colleagues" 
• " After having a family of my own, I can understand the students more. I can 
be more presentable in front of the students and communicate with them well. 
However, it is inevitable that less time can be spent on the students." 
• "! cannot make a full commitment to the students because I have to spare time 
out for my family. Usually unmarried English language teacher can be more 
devoting to their job." 
• "There is no big difference except that there is the problem of time allocation 
after marriage. 11 
7. How satisfied are you with the job now? (also note reasons) 
• "I feel the job satisfied as it is quite under my control and I'm confident of 
managing it." 
• "! am satisfied when my students show improvement under my help and both 
the supervisor and course leader approve and appreciate my teaching." 
• "I feel satisfied when I get a good feedback !rom students and see they 
improve in language skills." 
• "I am satisfied as long as my teaching is effective, welcome by students and 
appreciated by colleagues." 
• "I am satisfied when my work is ftuitiul as planned. Good feedback on 
teaching, group tutorial and individual consultation can assure my ability." 
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8. What are your feelings towards PCE teaching'/ Arc there any 
discrepancies with your expectations before teaching? 
• "Even I am heavily loaded with teaching. In this role, I feel being important. 
I'm glad that both the supervisor and course leaders recognize my ability and 
are willing to give me chances to try the new teaching methods. These years 
are hard to me but I learn that I am able and flexible." 
• "In fact, PCE teaching is demanding quite a lot of effort. However, in it I can 
widen my horizon. I get many opportunities to teach students from all walks 
of life with mixed abilities and meet different people. To me, being able to 
learn more on how to teach can bring me satisfaction. After all, I don't like to 
be so confined in the routine full-time teaching life." 
• "I have a feeling of being unable to work to my mind." 
9. Under what circumstances would you think of changing the job of PCE 
teaching? 
• " I would change the job when the institution neglects the importance of part-
time teaching and does not appreciate my effort and when there are no 
colleagues to implement what I have planned." 
• "I would change the job when I cannot attain what I should aim at. Besides, I 
cannot change the environment to resolve the problems in teaching. I should 
not be an obstacle to the development of teaching. " 
• "I change the job only when I do not teach. Teaching itself is very boring and 
meaningless. However, I love to understand my students, know how they feel 
and build up relationship with them." 
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• "I prefer to change the post as course coordinator. I would still do teaching 
even I leave the post because this job is challenging and I am tree to do what I 
want." 
• "I would not change the job as long as I'm still in this institution. This job is 
meaningful and worthwhile. If I leave for another institution, I'll keep doing 
teaching." 
10. Do you perceive that the absence of job satisfaction is equivalent to job 
flissatisfaction, or does there exist a neutral state? 
• 
11 Without frustration and recognition, we may stand in a neutral state." 
• "Being unable to get satisfaction does not mean I'll be unhappy. I can be in a 
neutral state or indifferent." 
• "One would not be dissatisfied if he can deal successfully with the routine 
work. However, the work is such a routine that he cannot feel satisfied. If a 
job does not impose challenges to me, I would have neither job satisfaction 
nor job dissatisfaction." 
• "It all depends on whether your expectation is met and I am convinced that 
we can talk about satisfaction and dissatisfaction only when we have 
expeL:tation over the job." 
• "Our job may go on the same day by day without any faults. However, this 
cannot bring any joy to me. Such job bears no meaning to me, and I would 
not be satisfied." 
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• "Some people may experience no dissatisfaction and satisfaction because 
their goal is not set on the work itself. They do not treat it as a source or 
satisfaction but a way of making a living." 
• "My goal of taking up a job is to pursue job satisfaction. If I am never 
satisfied, there is no reason I should keep doing the same thing. We do have 
certain expectations over our job. If we cannot attain them, we will be 
dissatisfied. u 
• ;'Each job has its own meaning which requires us to work to. We may also 
orient our expectation to different jobs according to their meanings. 
Satisfaction means the attainment of the expectation specific to the job. 
However, one may not be attracted to the meaning of the job but the benefits 
offered by it." 
• "When you have to do something that cannot satisfy you, you cannot enjoy 
the process. If you cannot make meaning out of the job, why should there be 
no dissatisfaction? Unless you just want to make a living out of it. Therefore, 
no dissatisfaction means things go as you expect so I would be quite 
satisfied." 
• "One may not feel dissatisfied if he has established an authority figure in the 
organization and get hold of the power to mobilize resources. He may be 
satisfied with all these he owns even he may not get satisfaction from the 
work itself." 
11. What kinds of support are the most important to your part-time 
teaching? Why? 
• "I will be much dissatisfied if none works with me. Without their support, I 
can do nothing. 11 
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• "The most important of all is the recognition received licom all different 
people in the institution and everything goes on as I plan. l know that l can 
really help my students." 
• "When I receive admiration and observe positive change from mv students, I 
can be assured of my ability and the worth of my teaching work." 
• "I need the support from the supervisor and course leaders. When I am 
criticized or complained by my students, I would query whether I am going in 
the right way or not. If I can gain support, I can be assured that I am working 
in the right direction. It is only in a right direction that I can be confident of 
trying again and making improvement next time even though I fail at the 
moment." 
• "Institutional recognition, course leaders' concern, supervisors' support and 
students' appreciation let me know what I have taught arc right and what I 
should persist and continue. rr 
• "If the supervisor does not approve, I can do nothing. If course leaders are not 
co-operative, the collaborating atmosphere will me very upset." 
• "The course leaders and other PCE teachers are another important source of 
support because we are working in the same institution, and experiencing 
similar problems." 
• "Colleagues' support is even more important than the supervisor's because 
they are the fron:-line workers. The effectiveness of the English language 
teaching depends very much on their attitude which is out of the control of 
the supervisors. However, the supervisor and the middle management level 
can do something to foster such supportive climate." 
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• "The supervisor has the authority and say to put plan to action. If most PCE 
colleagues have the same belief, we can work hand in hand and assure the 
worth of what we do. 11 
12. Do you have any other comments? 
• 
11As a course leader in tlw team, you cannot work on your own interest but 
have to make a thorough consideration of different things in the institution." 
p.288 
00 
01 
02 
03 
04 
OS 
06 
07 
08 
09 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
46 
47 
48 
49 
00-04 
54463 
15389 
85941 
61149 
05219 
41417 
28357 
17783 
40950 
82995 
96754 
34357 
06318 
62111 
47534 
98614 
24856 
96887 
90801 
55165 
75884 
10777 
46230 
42902 
81007 
68089 
20411 
58212 
70577 
9452Z 
42626 
16051 
08244 
59497 
97155 
98409 
45476 
89300 
50051 
31753 
79152 
44560 
68328 
46939 
83544 
91621 
91896 
55751 
85156 
07521 
APPENDIX 6: Table of Random Numbers 
05-00 
22662 
85205 
40756 
69440 
81619 
98326 
94070 
00015 
84820 
64157 
17676 
88040 
37403 
su:w 
09243 
75993 
03648 
12479 
21472 
77312 
12952 
37116 
43877 
66892 
00333 
01122 
67081 
13160 
42866 
74358 
86819 
33763 
27647 
04392 
13428 
66162 
84882 
69700 
95137 
85178 
53629 
38750 
83376 
38689 
86141 
00881 
67126 
62515 
87689 
56898 
10-14 
65905 
18850 
82414 
11286 
10651 
87719 
20652 
10806 
29881 
66164 
55659 
53364 
49927 
07243 
67879 
84460 
44898 
80621 
42815 
83666 
84318 
58550 
80207 
46134 
39693 
51111 
89950 
06468 
24969 
71659 
85651 
57194 
33851 
09419 
40293 
95763 
65109 
50741 
91631 
31310 
77250 
83635 
63369 
58625 
15707 
04900 
04151 
21108 
95493 
12236 
15-19 
70639 
39226 
02015 
88218 
67079 
92294 
35774 
83091 
85966 
41180 
44105 
71726 
57715 
79931 
00544 
62846 
09351 
66223 
77408 
36028 
95108 
42958 
88877 
01432 
28039 
72373 
16944 
15718 
61210 
62038 
88678 
16752 
44705 
89964 
09985 
47420 
96597 
30329 
66315 
89642 
20190 
56540 
71381 
08342 
96256 
54224 
03795 
80830 
88842 
60277 
20-24 
79365 
42249 
13858 
58925 
92511 
46614 
16249 
91530 
62800 
10089 
47361 
45690 
50423 
89292 
23410 
59844 
98795 
86085 
37390 
28420 
72305 
21460 
89380 
94710 
10154 
06902 
93054 
82627 
76046 
79643 
17401 
54450 
94211 
51211 
58434 
20792 
25930 
11658 
91428 
98364 
56535 
64900 
395611 
30459 
23068 
46177 
59077 
02263 
00664 
39102 
25-29 
67382 
90669 
78030 
03638 
59888 
50948 
75019 
36466 
70326 
41757 
34833 
66334 
67372 
84767 
12740 
14922 
18644 
78285 
76766 
70219 
64620 
43910 
32992 
23474 
95425 
74373 
87687 
76999 
67699 
79169 
03252 
19031 
46716 
04894 
91412 
61527 
66790 
23166 
12275 
92396 
18760 
42912 
95615 
85863 
13782 
55309 
{1848 
29303 
55017 
62315 
30-34 
29085 
96325 
16269 
52862 
84502 
64886 
21145 
39981 
84740 
78258 
86679 
60332 
63116 
85693 
02540 
48730 
39765 
02432 
52615 
81369 
91318 
01175 
91J80 
20423 
39220 
96199 
96693 
05999 
42054 
44741 
99547 
58580 
117.38 
72882 
69124 
29441 
65706 
05400 
24816 
24617 
69942 
13953 
42451 
20781 
08467 
17852 
12630 
J7204 
555.39 
12239 
35-39 
69831 
23248 
65978 
627.33 
72095 
20002 
05217 
62481 
62660 
96488 
23930 
22554 
48888 
73947 
54440 
73443 
71050 
53342 
32141 
41943 
89872 
87894 
03164 
60137 
19774 
97017 
87236 
58680 
12696 
05437 
32404 
47629 
55784 
17805 
82171 
39435 
61203 
66669 
68091 
09609 
77448 
79149 
64559 
09284 
89469 
27491 
98.175 
96926 
17771 
07105 
4044 4&-49 
47058 08186 
60933 26927 
01385 15345 
33451 77455 
83463 75577 
97365 30976 
47286 76305 
49177 75779 
77379 90279 
88629. 3723 l 
53249 27083 
90600 71113 
21505 80182 
22278 11551 
3294_9 13491 
48167 34770 
90368 44104 
42846 94771 
30268 18106 
47366 41067 
45.375 85436 
81378 10620 
98656 59337 
60609 13119 
31782 49037 
41273 21546 
77054 33848 
96739 63700 
93758 03283 
39038 13163 
17918 62880 
54132 60631 
95374 72655 
21896 83864 
59058 82859 
11859 41567 
53634 22557 
48708 02306 
71710 33258 
83942 22716 
33278 48805 
18710 686'.8 
97501 65747 
26333 91777 
93842 55349 
89415 23466 
52068 60142 
30506 09808 
69448 87530 
11844 01117 
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63157 
56689 
75486 
10703 
15369 
13841 
73130 
51089 
55576 
30485 
02671 
45548 
82270 
39559 
65959 
16638 
09965 
32883 
80876 
65198 
06514 
56862 
3259.2 
49863 
75818 
74951 
72850 
42271 
10909 
43338 
38100 
07819 
94441 
93410 
45030 
60159 
11695 
71775 
23537 
51434 
31671 
93596 
60-<14 
52098 
77204 
51400 
64432 
36863 
35911 
73800 
57412 
76593 
35682 
84989 
65178 
51269 
71681 
78783 
99943 
98215 
62173 
98191 
02146 
10421 
34434 
70769 
09134 
96657 
42451 
10237 
44785 
30101 
69727 
86538 
08478 
4'1750 
95466 
48737 
44300 
98147 
93643 
03062 
21580 
77033 
16359 
96:;:79 
07425 
45751 
29845 
49939 
29181 
45386 
13377 
65-69 
82718 
04615 
25670 
16706 
55368 
14530 
91017 
13215 
';.11316 
40844 
23476 
90637 
69620 
98000 
75691 
91843 
82068 
02132 
84342 
05597 
05540 
88596 
64721 
5981!0 
57994 
15579 
39515 
68624 
78295 
94443 
27041 
96001 
67814 
74307 
54719 
73399 
34736 
58904 
58103 
51459 
12147 
89033 
14709 
62369 
15865 
60774 
33595 
09993 
3658J 
51133 
87024 
27062 
98342 
99612 
31721 
33020 
36239 
31389 
03505 
53256 
52967 
63110 
03388 
35979 
41632 
41995 
10798 
14878 
90813 
48228 
43648 
54086 
86413 
63806 
59439 
38155 
79152 
98336 
54656 
64936 
65172 
18888 
29575 
13330 
52056 
21105 
33863 
59543 
47961 
47971 
51054 
89696 
52372 
07515 
74739 
94924 
13484 
38190 
93159 
95126 
p.290 
75-79 
82848 
96621 
61891 
59798 
94335 
80428 
71824 
62233 
72.'!89 
81872 
67104 
17622 
13699 
39719 
09847 
88931 
86211 
92879 
49268 
1!1366 
75888 
71693 
33475 
48472 
76330 
29793 
74798 
84481 
85417 
08366 
85532 
14810 
10526 
42664 
01596 
03280 
95256 
23943 
83841 
29882 
49955 
47231 
87832 
82721 
05572 
21810 
97588 
42553 
48599 
61496 
80--84 
04190 
43918 
27101 
32803 
34936 
39936 
83671 
80827 
96363 
35213 
39495 
53988 
33423 
81899 
61547 
73631 
365B4 
22281 
95441 
34598 
66049 
43132 
42740 
39318 
24596 
40914 
39357 
97610 
43189 
27:?.27 
07571 
70545 
66192 
85515 
03845 
73457 
12731 
11231 
25878 
13990 
58312 
64498 
02735 
37875 
32688 
38636 
28617 
68922 
52022 
42474 
85-89 
96574 
01396 
37855 
67708 
02566 
31855 
39892 
73917 
52887 
091:140 
39100 
71087 
67453 
07449 
18707 
69361 
67466 
16783 
15496 
72856 
21511 
14414 
06175 
35434 
77515 
65990 
09054 
78735 
60048 
05158 
80609 
89755 
44464 
20632 
35067 
43093 
66598 
83268 
23746 
29226 
76923 
31776 
50803 
71153 
20271 
33717 
17979 
52125 
41330 
45141 
90-94 
90464 
83991 
06235 
15297 
80972 
34334 
60518 
82802 
01087 
34471 
17217 
84148 
43269 
47985 
85489 
05375 
69373 
86352 
20168 
66762 
47676 
79949 
82758 
24057 
09577 
16255 
73579 
46703 
72781 
50326 
39285 
59064 
27058 
05497 
03134 
05192 
50771 
65938 
55903 
23608 
96071 
05383 
72744 
21315 
65128 
67598 
70749 
91077 
60651 
46660 
95-99 
29065 
5 I 141 
33316 
28612 
08188 
64865 
37092 
84420 
66091 
74441 
74073 
11670 
56720 
46967 
69944 
15417 
40054 
00077 
09271 
17002 
33444 
85193 
66248 
74739 
91871 
17777 
92359 
98265 
72606 
59566 
65340 
07210 
40467 
33625 
70322 
48657 
83665 
81581 
44115 
15873 
05813 
39902 
88208 
00132 
14551 
82521 
352.34 
40197 
91321 
42338 
(ronlmurd\ 
50 
51 
5Z 
53 
" 
" 56
57 
58 
59 
60 
61 
6l 
63 
64 
65 
66 
67 
68 
69 
70 
71 
72 
73 
74 
75 
76 
77 
78 
79 
80 
81 
82 
83 
84 
85 
86 
87 
88 
89 
90 
91 
92 
93 
94 
95 
96 
97 
98 
99 
Table of Random Numbers (continued) 
00-04 05-·09 
64249 
26538 
05845 
74897 
20872 
31432 
66890 
48194 
11303 
54374 
64852 
16309 
42587 
40177 
82309 
79788 
40538 
64016 
49767 
76974 
23854 
68973 
36444 
03003 
17540 
38916 
64288 
86809 
99800 
92345 
90363 
64437 
91714 
20902 
12217 
45177 
28325 
29019 
'!4979 
50371 
53422 
67453 
07294 
79544 
64144 
90919 
06670 
36634 
75101 
05112 
6.:664 
44249 
00512 
68373 
54570 
96156 
61505 
57790 
87118 
57325 
34421 
20384 
37065 
98590 
76128 
68243 
79000 
73598 
12691 
55108 
G8480 
70551 
93600 
87800 
26188 
55809 
19843 
51564 
99566 
31890 
65162 
32242 
53662 
17646 
86007 
02863 
90814 
28776 
81353 
26347 
06825 
35651 
85353 
00302 
85442 
11883 
57353 
93976 
72891 
71222 
10-14 
39652 
04050 
78630 
67359 
35017 
89177 
01240 
79970 
81471 
16947 
61046 
09491 
24526 
97"161 
93965 
59732 
89559 
18609 
17903 
29795 
85983 
25098 
65350 
07391 
36647 
47982 
69122 
38040 
14742 
95712 
32245 
48431 
28373 
31391 
70371 
42307 
08804 
56116 
56219 
48513 
69711 
89316 
74819 
45338 
82060 
58318 
86275 
52062 
85745 
72654 
15-19 
40646 
48174 
55328 
51014 
88132 
75541 
00660 
33106 
52936 
45356 
90849 
91588 
72602 
41682 
26743 
04257 
25026 
73150 
93871 
08404 
96025 
78033 
14971 
11594 
78386 
41968 
42502 
39418 
05028 
08279 
82279 
04835 
34333 
31459 
52281 
53571 
52746 
54791 
67062 
63915 
67950 
41620 
23445 
16015 
46471 
00042 
92276 
83678 
67106 
51583 
20-24 25-29 30-34 
97306 
65570 
18116 
33510 
25730 
81355 
05873 
86904 
08555 
78371 
13966 
97720 
57589 
84533 
24141 
27084 
42274 
62463 
99721 
82684 
50117 
98573 
25325 
21196 
04558 
69760 
48508 
49915 
30033 
91794 
79256 
39070 
55791 
33315 
14510 
225J2 
47913 
64604 
26146 
11158 
64716 
32048 
68237 
66613 
24162 
52402 
77591 
41256 
260llJ 
05228 
p.291 
31741 
44072 
69296 
83048 
22626 
24480 
13568 
48119 
28420 
10563 
39810 
89846 
98131 
67588 
04838 
14743 
23489 
33102 
79109 
00497 
64610 
79848 
00427 
00781 
61463 
79422 
28820 
19000 
94889 
94068 
80834 
59702 
74758 
03444 
76094 
74921 
54577 
08815 
82567 
25563 
18003 
70225 
07202 
88968 
39500 
28210 
46924 
60948 
62107 
62056 
07294 
40192 
91705 
17056 
86723 
77243 
76082 
52503 
49416 
97191 
42699 
30376 
37292 
62036 
40254 
17520 
34502 
45205 
09425 
51l2C 
99425 
31778 
52073 
32550 
57842 
80154 
59933 
JOB 
31508 
51144 
55743 
96579-
17735 
47525 
46049 
33122 
91915 
49581 
47597 
99515 
14595 
87351 
34075 
60839 
18655 
60885 
57390 
35-39 
84149 
51153 
86224 
72506 
91691 
76690 
79172 
24130 
44448 
53798 
21753 
76970 
05967 
49967 
26065 
95401 
75508 
87440 
26904 
79935 
62291 
29555 
64280 
57158 
90382 
91486 
T'998 
161;199 
23656 
88674 
99462 
60935 
18827 
74701 
54863 
42201 
77705 
71186 
14124 
18431 
45378 
33137 
62282 
63836 
36637 
33272 
55437 
48992 
37503 
42746 
40-44 
46797 
11397 
29503 
82949 
13191 
42507 
57913 
72824 
04269 
12693 
76192 
23063 
26002 
01990 
07938 
55811 
06059 
96767 
07419 
57450 
86943 
61446 
18847 
58887 
77019 
19180 
99942 
79952 
75787 
35355 
56705 
22390 
10704 
58851 
78339 
80540 
95330 
34650 
46240 
92978 
99878 
]l443 
53809 
77716 
42833 
00840 
03183 
19462 
55461 
39272 
45--49 
82487 
58212 
57071 
54600 
77212 
84362 
93448 
21627 
27029 
27928 
10508 
35894 
51945 
72308 
76236 
76099 
86682 
67042 
76013 
55671 
21541 
23037 
24768 
73041 
24210 
15100 
10515 
57849 
59223 
12267 
06118 
52246 
76803 
27427 
20839 
S4ni 
21866 
!4994 
92973 
11591 
6II30 
51445 
26C85 
79596 
71875 
73268 
13191 
96062 
71213 
96659 
(cmrtimud) 
-
50 
51 
52 
53 
54 
55 
56 
57 
58 
59 
60 
61 
62 
63 
64 
65 
66 
67 
68 
69 
70 
71 
72 
73 
74 
75 
76 
77 
78 
79 
80 
81 
82 
83 
84 
85 
86 
., 
88 
89 
90 
91 
92 
93 
94 
95 
96 
97 
98 
99 
50-54 
32847 
16916 
66176 
46299 
22847 
41851 
28444 
47520 
34978 
37404 
32400 
89262 
86866 
90814 
19192 
77585 
2.3757 
45989 
92970 
74346 
87646 
50099 
10127 
67995 
26304 
81994 
59537 
51228 
31089 
38207 
88666 
53365 
89807 
18682 
63571 
68927 
56401 
24333 
17025 
02804 
08298 
59883-
46982 
31121 
97867 
57364 
09559 
53873 
35531 
28229 
Table of Random Numbers (continued) 
55-59 
31282 
00041 
34047 
13335 
47839 
54160 
59497 
62378 
63271 
80416 
65482 
86332 
09127 
14833 
82756 
52593 
16364 
96257 
9424.1 
59596 
41309 
71038 
46900 
81977 
80217 
41070 
34662 
10937 
37995 
97938 
31142 
56134 
74530 
81038 
32579 
56492 
63186 
95603 
84202 
08253 
03879 
01785 
06682 
47266 
56641 
86746 
26263 
55571 
19162 
88629 
60-64 
03345 
30236 
21005 
12180 
45385 
92320 
91586 
98855 
13142 
69035 
52099 
51718 
98021 
08759 
20553 
56612 
05096 
23850 
07316 
40088 
27636 
45146 
64984 
18984 
84934 
56642 
79631 
62396 
29577 
93459 
09474 
67582 
38004 
85662 
63942 
67799 
39389 
02359" 
95199 
52133 
20995 
82403 
62864 
07661 
63416 
08415 
69'511 
00608 
86406 
25695 
65-69 
89593 
55023 
27137 
16861 
23289 
69936 
95917 
83174 
82681 
92980 
53676 
70663 
03871 
74645 
58446 
95766 
03192 
26216 
41467 
98176 
45153 
06146 
75348 
64091 
82657 
64091 
89403 
81460 
07828 
75174 
89712 
92557 
90102 
90915 
25371 
95398 
99798 
72942 
62272 
20224 
19850 
96062 
91837 
02051 
17577 
14621 
28064 
42661 
05299 
94932 
70-74 
69214 
14253 
03191 
38043 
47526 
34803 
68553 
13088 
05271 
49486 
74648 
11623 
27759 
05046 
55376 
10019 
61356 
23309 
64837 
17896 
.29988 
55211 
04115 
02785 
69291 
31229 
65212 
47331 
42272 
79460 
63153 
89520 
11693 
91631 
09234 
77642 
31356 
46287 
06366 
68034 
73090 
03785 
74021 
67599 
30161 
49430 
75999 
91332 
77511 
30721 
p.2'12 
75-79 
70381 
76582 
48970 
59292 
54098 
92479 
28639 
16561 
08322 
74375 
94148 
29834 
58444 
94056 
88914 
29531 
45389 
21526 
524{)6 
86900 
94770 
99429 
33624 
27762 
35397 
02595 
09975 
91403 
54016 
55436 
62333 
33452 
90257 
22223 
94592 
54613 
89235 
95382 
16175 
.50865 
13191 
03488 
89094 
24471 
87320 
22311 
44540 
63956 
24311 
16197 
80-84 
78285 
12092 
64625 
62675 
45683 
33399 
06455 
68559 
06490 
75610 
65095 
798.l.O 
44832 
99094 
75096 
73064 
85332 
074.25 
25225 
20249 
07255 
43169 
68774 
41529 
98714 
13513 
06118 
95007 
21950 
57206 
42212 
05134 
05500 
91588 
98475 
91853 
97036 
08452 
97577 
57868 
18963 
12970 
39952 
69843 
37752 
!5836 
!3337 
74087 
57157 
7874.2 
85-89 
20054 
86533 
22394 
63631 
55849 
71160 
34174 
26679 
44984 
74976 
69597 
73002 
36505 
65091 
26119 
20953 
18877 
50254 
51553 
77753 
70908 
66259 
60013 
97144 
35104 
45148 
86197 
06047 
86192 
87644 
06140 
70628 
79920 
80774 
76884 
08414 
32341 
62862 
99304 
22343 
82244 
64896 
04158 
83696 
73276 
72492 
10918 
59008 
22826 
34974 
90-94 
91018 
92426 
39622 
37020 
51575 
64777 
11130 
06238 
49307 
70056 
52771 
84886 
40672 
32663 
83898 
.53523 
55710 
19455 
31220 
19099 
05340 
97786 
35515 
80407 
08187 
78722 
58208 
16846 
99046 
21296 
42594 
27612 
62700 
07716 
37635 
81450 
33292 
97869 
41587 
5.5111 
71). 
3833(! 
79614 
714.02 
48969 
49372 
79846 
4749J 
77555 
<17528 
95---99 
16742 
37655 
79085 
78195 
64689 
83378 
91994 
51254 
62717 
15478 
71551 
03591 
30180 
73040 
43816 
58136 
96459 
29315 
14032 
4883S 
99751 
59180 
62556 
64524 
48109 
30144 
16162 
64809 
84864 
43395 
43671 
33738 
43325 
12548 
33608 
76229 
73757 
71775 
03686 
03607 
99121 
30030 
78235 
76287 
41915 
44103 
54.809 
99581 
05941 
4:--447 
